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INTRODUCTION 


In the carrying out of the responsibilities of the Committee on 
Foreign Relations to review proposed legislation pertaining to the 
Department of State and to oversee the operation of the Department, 
there have been some recent exchanges of correspondence between 
members of the committee and the Department. These have resulted 
in be gathering of information and analyses which should be made 
public. 

This committee print collects this material in useful form for the 
committee’s reference and for public distribution. 


J. W. Fursricut, Chairman. 
Avaust 26, 1960. 
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ADMINISTRATION OF THE DEPARTMENT OF STATE 


I. INTEGRATION OF PERSONNEL OF THE FOREIGN SERVICE 
AND OF THE CIVIL SERVICE IN THE DEPARTMENT OF 
STATE 


A. ExXcHANGE oF CoRRESPONDENCE BEeTweENn SENATOR FULBRIGHT 
AND DEPARTMENT OF STATE ON THE SUBJECT OF THE DESIGNATION 
or ForetGn Service Orricer Posirions IN THE DEPARTMENT OF 
STATE 


1. LETTER, SENATOR FULBRIGHT TO SECRETARY OF STATE 
HERTER, SEPTEMBER 3, 1959 


SEPTEMBER 3, 1959. 
Hon. Curistran A, HERTER, 


Secretary of State, Washington, D.C. 


Dear Mr. Herter: I call your attention to the report of the Com- 
mittee on Foreign Relations on S. 2633 to amend the Foreign Service 
Act of 1946 and for other purposes, in which, in connection with its 
discussion of section 6 of the bill, the committee comments on the 
or es of Foreign Service officer positions within the Department 
of State. 

The committee is concerned that too many positions have been 
designated as Foreign Service officer positions in such bureaus as the 
Bureau of Intelligence and Research, the International Education 
Exchange Service, and the Policy Planning Staff. The committee is 
concerned that this action in bureaus requiring specialized services of 
long continuity may have detracted from the quality of work being 
performed. 

The committee would appreciate having by December 1, 1959, a 
detailed report reviewing the original designation of Foreign Service 
officer positions throughout the Department pursuant to the Wriston 
ns Ac and en odena changes in such designations which may 

ave occurred since. The comment of the Department is requested 
on the views of the committee in Senate Report 880 on S. 2633. 
Kind personal regards. 
ery truly yours, 
J. W. Futsricur, Chairman. 


2. LETTER, ACTING SECRETARY OF STATE HENDERSON 
TO SENATOR FULBRIGHT, DECEMBER 14, 1959 


DEPARTMENT OF STATE, 
Washington, December 14, 1959. 
Hon. J. W.. Fu.sricat, 
Chairman, Committee on Foreign Relations, 
U.S. Senate. 


Dear Senator Futsricnt: I refer to your letter of September 3, 
1959, addressed to the Secretary, in which you request a report on 
the designation of positions in the Department pursuant to the 
integration program. 4 
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In response to your request for information on the position designa- 
tion program, I am attaching a memorandum, entitled ‘Foreign 
Service Officer Positions in the Department of State” which deals 
both with general aspects of the designation program and with the 
effect of the program in the particular areas of the Department 
mentioned in your letter. 

It is hoped that this memorandum will assist the committee in 
understanding the basic reasons for the decision made by the Depart- 
ment in 1954 to launch an integration program, the manner in which 
the program was carried out, and the effect up to this time of the 
program on the Department’s operations and personnel. 

You will note from this memorandum that the aim, in essence, of 
the program was the integration into the Foreign Service Officer 
Corps as rapidly as circumstances would permit of the civil service 
officers of the Department engaged in the conduct of foreign affairs 
as well as of Foreign Service Staff and Reserve officers in our diplo- 
matic missions and consular offices abroad. In carrying out the pro- 
gram in the Department, all officer positions closely connected with 
the conduct of foreign affairs, except C and supergrade positions, and 
positions of a highly specialized character where continuity was 
essential, were designated as Foreign Service positions, and the civil 
service incumbents, if found qualitied, were encouraged to become 
officers of the Foreign Service. 

The task of designating Foreign Service officer positions was to all 
purposes completed during 1954. By the latter part of 1954, some 
1,450 positions in the Department had been so designated. Subse- 
quent reviews have resulted in changing the designation of 284 of 
these positions from Foreign Service Sa to civil service. Most of 
these de-designations were made during 1955 and 1956. Among the 
reasons for i oalatiediten was the conviction based on experience 
that in view of the highly specialized character of these positions, their 
need for continuity, or their lack of a close relationship with the actual 
conduct of foreign affairs, it was inadvisable to attempt to keep them 
manned by Foreign Service officers. 

As of August 31, 1959, there were 1,523 Foreign Service officer 
positions in the Department, of which 989 were occupied by Foreign 
Service personnel, 358 by civil service personnel, and 176 positions were 
vacant. Approximately 644 of the civil service incumbents of these 
designated positions have become Foreign Service officers and have 
been assigned to Foreign Service posts abroad; 25 have been commis- 
sioned as Foreign Service officers but have not as yet left the Depart- 
ment for the foreign field. 

Some of the present civil service incumbents of designated positions 
did not, for various reasons, desire to enter the Foreign Service and 
some of them did not possess the required qualifications. 

There is no intention on the part of the Department to replace these 
civil service officers by members of the Foreign Service so long as they 
continue to render valuable service. For the most part, they have 
rendered faithful and effective service over the years and it would not 
be fair to remove them. When a Foreign Service officer position 
occupied by a civil service officer does become vacant, however, it is 
usually filled by a Foreign Service officer, or if no qualified Foreign 
Service officer is available, by a Foreign Service Reserve officer. Thus, 
as a result of attrition and, in certain instances, of transfers, all Foreign 
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Service officer positions in the Department will eventually be filled by 
a Service personnel prepared whenever the need arises to serve 
abroad. 

The execution of the integration program has not been easy. It 
has given rise to, or has served to accentuate, a variety of problems. 
Among these problems which might be mentioned are the need of a 
higher degree of specialization among Foreign Service officers; the 
need for longer tours of duty in general and with respect to certain 
positions in the Department in particular; the need for a deeper ap- 
preciation by the members of the Foreign Service Officer Corps that 
in the critical and complicated international situation which is likely 
to continue for many years, Foreign Service officers must be prepared 
to man at home as well as overseas a broad variety of positions con- 
nected with the conduct of foreign affairs; the feelings of frustration 
and disappointment on the part of some civil service officers, partic- 
ularly those holding Foreign Service positions, who find that many 
of the positions above them to which they could formerly aspire are 
now closed to them since in the future they will be manned by Foreign 
Service Officers. 

The short-term problems can be met, it is believed, by shifts here 
and there where adjustments are found to be necessary. It will re- 
quire years, however, and the carrying out of a number of carefully 
devised recruitment, training, and career development programs to 
eliminate some of the longer term problems. 

The Committee on Foreign Relations in its report on S. 2633 ex- 
pressed concern lest the Department has designated too many posi- 
tions as Foreign Service officer positions in certain areas which require 
specialized services of long continuity and as a result the quality 
of work in these areas ane phe adversely affected. Particular men- 
tion was made of the Bureau of Intelligence and Research, the Inter- 
national Educational Exchange Service, and the Policy Planning Staff. 

In the attached memorandum, special attention is given to these 
offices, as well as to the Bureau of Economic Affairs, which is one of 
the areas upon which the impact of the integration program has been 
particularly heavy. There is no doubt that the transfer to the field 
of departmental officers in such large numbers during a relatively 
short period, and their replacement Be Foreign Service officers from 
the field, has in certain instances presented difficulties to the Depart- 
ment as well as to some of our foreign posts. These difficulties, 
however, have been primarily of a transient character and, asa larger 
number of officers are developed who are qualified to engage in the 
more specialized activities, and as rotation between the Department 
and the foreign field becomes more orderly, they will tend to dis- 
appear. 

The memorandum points out that the integration program did not 
affect the Office of the Policy Planning Staff because all the officer 
positions in that staff are schedule C positions and are, therefore, not 
subject to designation. The fact is that the number of Foreign 
Service officers at present in the Policy Planning Staff is proportionately 
smaller than it was in 1954 when the integration program was decided 
upon. 

You will note from the memorandum that during the years 1955 
and 1956 the Department, after making a careful review of the situa- 
tion in the Bureau of Intelligence and Research, decided that a 
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number of the positions in it should be dedesignated. As a result, of 
the 343 positions designated as Foreign Service officer positions in 
that Bureau as of August 1, 1954, 124 were dedesignated. At the 
present time approximately 53 percent of the total officer positions in 
Intelligence and Research are designated as Foreign Service officer 
positions. It is our belief that this proportion represents a workable 
solution of the personnel problems of that Bureau at the present time. 
The Bureau now obtains the benefit of the continuity of services of 
civil service officers occupying positions which should not be desig- 
nated as Foreign Service positions and of the overseas experience and 
freshness of point of view of the Foreign Service officers who have been 
assigned to it. 

It may be added that the 170 former civil service officers from this 
Bureau who are now serving abroad as Foreign Service officers are 
contributing depth to our oversea operations. Some of these officers, 
upon completing tours overseas, will return from time to time to the 
Bureau and thus add to its strength. 

The area of the Department which at present seems to be feeling 
most strongly the impact of the integration program is the Interna- 
tional Educational Exchange Service (IES). In 1954 all of the ap- 
proximately 130 occupied officer positions in that area were classified 
as Foreign Service officer positions. Subsequent to 1954 a number of 
new positions were added and certain changes in designation were 
effected. As a result of these shifts there were 133 Foreign Service 
officer positions in the area in August 1959 of which 60 were still filled 
by avid artis officers. The civil service officers in the area who have 
gone abroad as Foreign Service officers have strengthened the interest 
of our overseas offices in our cultural programs. 

A team of Foreign Service inspectors is at present engaged in making 
a survey of the personnel and organization of IES and it is expected 
that their survey will be available within a relatively short time. This 
survey will assist us in making such adjustments in personnel and 
designations as may be found advisable. 

The Department continues to believe that if international exchange 
activities are to occupy their rightful place of importance in the con- 
duct of our foreign relations, most of the personnel concerned with 
these activities should be considered as significant segments of the 
Foreign Service. 

The Department is continuing to give attention to the situation in 
the Bureau of Economic Affairs where the effects of the integration 
program are still evident, although to a lesser degree than formerly. 
At present there are 173 officer positions in that area, of which 143 
have been designated as Foreign Service officer positions. Of these 
designated positions, 46 are still occupied by civil service officers. 

Pr.or to the inauguration of the integration program, not more than 
four or five Foreign Service officers were serving in this Bureau. As 
a result, the Bureau had become somewhat ingrown and the personnel 
in it had had relatively little experience abroad. The shock to the 
Bureau resulting from the transfer to the field of so many of its most 
experienced officers and from their replacement by officers without 
the specialized and departmental experience of their predecessors has 
been counterbalanced to an extent by the freshness of approach and 
the international experience which the Foreign Service officers brought 
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with them. It is believed that as time goes on the reservoir of For- 
eign Service personnel possessing the background and qualifications 
for service in this bureau will increase to such an extent that the 
problems arising from integration will tend to disappear. 

I wish to assure you of the appreciation of the Department of the 
interest of yourself and other members of the committee in its per- 
sonnel problems: The Department is convinced that the decision to 
carry out the integration program was dictated by a situation which 
urgently demanded correction. After nearly 5 years of experience, 
the Department is of the firm opinion that the results of the program 
are fully justifying the dislocations and inconveniences attendant to 
its execution. Most of the more serious problems connected with 
the carrying out of the program have already been met and the 
Department believes that with the support of the Congress it is in 
a better position that it has been, heretofore, to develop « capable, 
strong career Foreign Service of the kind which the United States 
should have in these critical times. 

Sincerely yours, 
Loy W. HeNperson, Acting Secretary. 


3. FOREIGN SERVICE OFFICER POSITIONS, IN THE DEPARTMENT 
OF STATE! 
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BACKGROUND: BASIC REASONS FOR THE PROGRAM INTEGRATING CERTAIN 
CATEGORIES OF CIVIL SERVICE OFFICERS IN THE DEPARTMENT INTO 
THE FOREIGN SERVICE OFFICER CORPS 


Among the basic reasons for the integration program in the Depart- 
ment were the following: 

1. The conviction that the work both of the Department and of For- 
eign Service officers abroad would be more effective if officers concerned 
with the conduct of foreign affairs in the Department would have the 
benefit of experience in the foreign field and if officers on duty abroad 
would receive the experience and discipline obtainable from service 
in the Department. 

2. The realization that the Foreign Service was becoming “‘a service 
in exile’’; that so long as most of the positions in the Department relat- 
ing to the conduct of foreign affairs were manned by permanent civil 
service officers there was insufficient opportunity for members of the 
Foreign Service Officer Corps to have the benefit of a departmental 
assignment with the result that there was a danger that over the years 
they would lose touch with their own country. 

3. The belief that the flexibility which would result from the inte- 
gration program would facilitate the administration of the Depart- 
ment and of the Foreign Service, would contribute to the maintenance 
of a freshness of approach to problems in the Department, and would 
tend to deepen the knowledge and background of officers in the field. 

4. The conclusion that the unification of the foreign affairs opera- 
tions of the Department of State under a single personnel system 
(a) would permit the infusion into the Foreign Service of a high degree 
of specialization in other than the general practice of diplomacy 
thereby strengthening the Department and the Foreign Service in 
meeting the redpanicbilities of the modern-day conduct of foreign 
affairs, and (6) would result in the expansion of the base from which 
needed talents could be developed. 


The following comments might be made with regard to these four 
basic reasons: 


1. Advantages to be derived from a Foreign Service Officer Corps with 
extensive experience both in the Department and in the foreign field 
Experience over many years has demonstrated that departmental 
officers have a better understanding of the problems of our missions 
and consular offices if they themselves have had Foreign Service posts 
abroad. Officers in the Department who have served abroad are in 
a better position than they would be without such experience to judge 
whether or not instructions which they prepare for the field are prac- 
tical from the point of view of execution. Too frequently a depart- 
mental officer who has not himself operated in the foreign field is 
inclined to approach a problem from the point of view of theory 
rather than from that of practicability. Furthermore, prior service 
abroad enables officers in the Department to have a better apprecia- 
tion of the circumstances under which officers must work at aren 


posts and the difficulties with which they are confronted. Such serv- 
ice certainly gives a departmental officer a more comprehensive picture 
of the problems and possibilities of the area itself. 

Conversely, experience has demonstrated that Foreign Service 
officers who have not served one or more tours in the Department of 
State are likely to be handicapped vis-a-vis officers serving side by 
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side with those who have had such experience. Service in the Depart- 
ment gives a Foreign Service officer a better grasp of the basis of our 
various foreign policies. It helps him to understand the kind of in- 
formation which is most useful to the Department and the type of 
action in given circumstances which the Department would expect of 
him. It may also provide rigorous training in the art of drafting 
documents used in international exchanges and in the preparation of 
reports to the Department. Furthermore, the knowledge of the or- 
ganization and operations, not only of the Department but also of 
other agencies of the Government dealing with foreign affairs, which 
an officer derives from a tour of duty in the Department enables him 
when serving abroad to be more responsive to the needs of the Depart- 
ment and other interested agencies. Above all, a tour in the Depart- 
ment helps an officer to keep in tune with the spirit of the American 
people and in touch with American trends. 


2. The danger of the Foreign Service becoming “a service in exile”’ 

Prior to the outbreak of the Second World War, the Department 
was manned almost entirely by: 

(a) Presidential appointees some of whom came from private 
life and some of whom were Foreign Service officers. 

(b) Foreign Service officers who were detailed for periods of 
from 2 to 4 years in various areas of the Departinent, particu- 
larly in those now known as the geographic bureaus, and those 
concerned with the administration of the Foreign Service and in 
the direction of consular activities. Foreign Service officers were 
also frequently detailed as assistants to the senior officers of the 
Department, 

(c) Civil service personnel who for the most part were clerical 
personnel or officers engaged in administrative activities. 

(d) Officers engaged in substantive and administrative activi- 
ties who had no permanent status and who served at the discretion 
of the Secretary. 

During the middle forties, most of the officers of the Department 
who previously had had no permanent status were brought into the 
civil service. As civil service officers they gained permanence. 
Many of them hoped for a career in the Department. As the years 
went by, these officers gradually began to climb a departmental career 
ladder. When a Foreign Service officer upon completion of his tour 
would go to the field, it was natural that the civil service officer below 
him should desire to fill the vacancy rather than to see it filled by 
another Foreign Service officer detailed from the field. It too fre- 
quently happened that if another Foreign Service officer should be 
assigned to the position, the civil service officer in his disappointment 
would cherish feelings of resentment against a system which seemed to 
block his rapid promotion. Sooner or later, however, if he had ability 
he would move up into the coveted position. Since he was a perma- 
nent fixture in the Department, he usually continued to occupy a posi- 
tion assigned to him until he was able to move to one still further up. 
Little by little, therefore, the.key positions in the Department began to 
be frozen into the civil service and Foreign Service officers were begin- 
ning to have less and less opportunity of being detailed to departmental 
positions of responsibility. Efforts to bring about greater interchange 
between the Department and the field did not meet with marked 
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success because Foreign Service officers were inclined to resist the 
appointment into the Service of civil service officers above their heads 
just as civil service officers in the Department had a tendency to 


resist the appointment to the Department of Foreign Service officers 
above them. 


3. The advantages of the flexibility in the administration of the Depart- 
ment and of the Foreign Service as a result of integration 
Prior to integration, there were many officers in the Department 
who were admirably fitted for positions in the field and whose appoint- 
ment to such positions would have been in the national interest and 
also would have contributed to their own development. Similarly, 
there were many Foreign Service officers in the field who were well- 
fitted to hold certain positions in the Department and whose assign- 
ment to such positions would have eetnatiaal the Department. So 
long, however, as one service manned the Department and another 
service the foreign field, the lack of flexibility frequently prevented 
appointments which should have been made. 
he concept of the Foreign Service Officer Corps is that a member 
of that corps must be prepared to serve at any time in any place in 
such capacity as the Secretary of State may determine. The corps, 
therefore, is completely flexible. The civil service officers in the De- 
partment, on the other hand, are attached to their jobs. Their salary 
and rank depend upon the positions which they hold and do not adhere 
to them personally as in the case of Foreign Service officers. Prior to 
integration, therefore, there was not the flexibility in the personnel 
administration of the Department of the kind which a Government 
agency dealing with foreign affairs should have. The superior flexi- 
bility of the Foreign Service Officer Corps was one of the reasons 
why the decision was made for the integration to be made into it 
instead of into the civil service. 


4. The infusion into the Foreign Service of specialists and the expansion 
of the base from which needed talents can be developed 

It was not expected, of course, that the urgent need for specialists 
could be completely provided for by those lodged in the departmental 
service in Washington who were to be integrated, although this was 
a useful source for obtaining immediately at least part of the skills 
required within the Foreign Service for its overseas establishment. 
The continuing problem of recruiting and retaining additional special- 
ists will be discussed later. 

During recent years as the United States has played an increasingly 
important role in foreign affairs and as the responsibilities resting on 
the Department of State and on the Foreign Service have become 
heavier and more complex, the need of a higher degree of specialization 
in the Department and Foreign Service has me greater and 
greater. A number of efforts have been made to meet this need but, 
thus far, they have not been entirely successful. It was hoped, for 
instance, that the Foreign Service Staff Corps, established in 1946, 
would assist in supplying the specialists required in the administrative 
field. This hope, however, failed to materialize partly because the 


administrative specialists developed in the Staff Corps became dis- 
satisfied with their status. Many of them took the position that 
although they had great responsibilities, they were being treated as 
a second-rate service. Their dissatisfaction and agitation tended 
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to undermine the unity of the Foreiga Service as a whole. Further- 
more, experience has shown that junior Foreign Service officers needed 
administrative experience if they were eventually to hold key Foreign 
Service positions in the Department or abroad, and that so long as 
administrative activities were concentrated in the Foreign Service 
Staff Corps they were not obtaining this experience. 

Efforts to develop area specialists in the Service have been some- 
what more successful, but there is still much to be done in this direc- 
tion. In spite of the fact, for instance, that for over 30 years the 
Department has periodically been giving training to officers in the 
languages and customs of the Near and Middle ast, it is still short 
of senior officers with the language and other qualifications which our 
chiefs of mission in that area should have. There continues also to 
be a shortage of officers with specialist area qualifications to man 
senior posts in the Far East, south Asia, and Africa. On the other 
hand, the Department has a considerable reservoir of officers qualified 
to hold positions at all levels in the area of the American Republics. 

It is in what might be called functional specialization that the 
needs of the Department and Foreign Service are the most acute. 
There has been, for instance, for many years a chronic shortage of 
officers highly skilled in international economic and financial prob- 
lems. This is partly due to the fact that an artificial bureaucratic 
wall has long existed between the Foreign Service and the economic 
area of the amare There was, unfortunately, a tendency on 
the part of civil service officers who had acquired skills in the economic 
area of the Department to look toward eventual employment in pri- 
vate enterprise, in universities, or in foundations for their future 
careers rather than toward the Foreign Service. The Foreign Service, 
therefore, did not fully benefit from the experience acquired in the 
economic areas of the Department. 

The integration of many of the positions in the economic area into 
the Foreign Service and the departure of officers holding those posi- 
tions to the foreign field have created particularly difficult problems 
in that area. There were relatively few officers in the Foreign Serv- 
ice who have had an opportunity to obtain experience in the economic 
area of the Department and, therefore, it has been particularly diffi- 
cult to find qualified replacements for the integrated officers. 

A somewhat similar situation existed in the area of intelligence and 
research. Although a few Foreign Service officers in past years have 
been detailed from time to time to intelligence and research, that area 
had been manned for the most part by civil service officers drawn from 
various institutions of learning. A tradition had been developed dur- 
ing the years that research in the field of foreign affairs was a type of 
activity so specialized that Foreign Service officers were not qualified 
to engage in it. This tradition was widely accepted even though 
many Foreign Service officers had engaged in extensive research while 
attending graduate schools prior to herr entry into the Service. 


I. RECOMMENDATIONS OF THE PUBLIC COMMITTEE ON PERSONNEL 


In 1954, the Secretary of State, realizing that there were basic 
weaknesses in the personnel structure of the Department and Foreign 
Service, establishea a Public Committee on Personnel— 
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for the purpose of making recommendations concerning the measures necessary 
to strengthen the effectiveness of the professional service to a standard consistent 
with the vastly increasing responsibilities in the field of foreign policy which have 
devolved upon the President and the Secretary. 
Members of this committee, which is usually referred to as the Wriston 
Committee, are listed in appendix I. 

In its repeet to the Secretary, the Public Committee on Personnel 
made two fundamental recommendations, the first of which was: 
To integrate the personnel of the Department of State and of the Foreign Service, 


where their official functions converge, into a single administrative system, thus 
putting an end to the institutional separateness of these main functioning arms 


of U.S. diplomacy. 

This recommendation was approved by the Secretary in June of 
1954, and is the basis for what has become known as ‘‘the integration 
program.” This program required that certain positions in the De- 
partment and in the field be designated as ‘Foreign Service officer 

ositions” to be filled, with but a Few temporary exceptions, only by 
‘oreign Service officers. 

The committee supported its recommendation with an analysis of 
the personnel system that then existed and with a reasoned proposal 
for putting it into effect. These are set forth in the committee’s 
report entitled, ‘“Toward a Stronger Foreign Service.” Pertinent 
highlights of the report are excerpted in appendix IT. 


Il, CONTENT OF THE INTEGRATION PROGRAM 


A. Amalgamation of four categories of officers 


In brief, the integration program provided for the integration of 
civil service personnel holding positions in the Department concerned 
with the conduct of foreign relations, Foreign Service officers, Foreign 
Service Staff officers (FSS’s), and Foreign Service Reserve officers 
(FSR’s) into a single Foreign Service officer corps, every member of 
which should be prepared to serve either at home or abroad in any 
position to which the Seeretary of State might see fit to assign him. 
The actual integration was accomplished by designating particular 
positions in the Department and abroad as FSO positions and by 
facilitating the entry of the officers occupying those positions into the 
Foreign Service Officer Corps. In the main, therefore, the occupants 
of such designated positions brought themselves, together with their 
skills and their positions, into the Foreign Service Officer Corps. 
Although as a result of the integration, the number of Foreign Service 
officers was almost tripled, so also was almost tripled the number of 
positions which such officers were to be called upon to man. 


B. Designation of positions 


The designation of FSO positions was by no means automatic; 
criteria had to be established and judgment in their application 
exercised. Some positions occupied by GS personnel in the Depart- 
ment and by FSS personnel abroad were obvious designations as 
Foreign Service officer positions. It was equally apparent that other 
positions occupied by FSS personnel abroad and, on a much larger 
scale, by GS personnel in the Department, should not normally be 
filled by Foreign Service officers. But there was a large number of 
in-between positions, both at home and abroad, the proper classification 
of which was not so clearly indicated. 
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The Public Committee, in its report, set forth its belief that the 
functions and responsibilities of the personnel in the Foreign Service 
(both FSO and FSS) and of the personnel in the Department con- 
verged generally at and above the GS—7 level, although it recognized 
that there would be exceptions. It also developed certain criteria for 
the determination of appropriate personnel categories. All officer 
positions which were primarily concerned with (1) foreign affairs or 
(2) the executive management of or administrative responsibility for 
the overseas operations of the Department and the Foreign Service, 
for which there was interchangeability between the United States 
and abroad, were to be designated. The remaining American posi- 
tions abroad, including secretarial, stenographic, clerical, custodial, 
and lower or middle-grade technical positions, were to be designated 
FSS positions. All other positions in. the Department were to be 
designated for civil service occupancy. 

Criteria for designation as drawn up by the Public Committee and 
approved by the Secretary in his directive I[—-A~I of 1954 are attached 
as appendix ITT. 

In this directive, the Secretary requested that a review be made of 
all positions under the jurisdiction of the Department, both in the 
United States and abroad, and that those positions be specifically 
identified which could be staffed eventually by Foreign Service officers. 
This designation was necessary if the extent of the integration pro- 
prem was to be determined and an idea was to be obtained of the 
uture size and coverage of the FSO category. It, therefore, could 
provide a basis for determining recruitment needs, for planning career 
development of officers, and for the operation of other personnel 
management programs. 

The Secretary further directed that the “Criteria for Determination 
of Appropriate Personnel Categories” which had been adopted by the 
Public Committee be used as the basic guide in designating positions. 
Particularly significant as indicative of the intent of the Public Com- 
mittee and of the Secretary were the following items in the directive: 

(a) The Public Committee has determined that the application of these criteria 
will result in the designation of approximately 1,440 Departinentad positions, 
23 positions in the U.S. delegation to the United Nations, * * *. 

(6) * * * Interpretations * * * should not be unduly restrictive but should 
be directed toward the objective of staffing as many officer-type positions involved 
in foreign affairs as practical by the Foreign Service Officer Corps. 

Following the Secretary’s adoption of the committee’s recommenda- 
tions, a list of about 1,500 proposed position designations, approxi- 
mately the same as the committee had estimated, was circulated among 
all areas of the Department for review. The bureaus generally rec- 
ommended additions, and their recommendations led to a reexamina- 
tion of similar positions, with the result that more positions than 
anticipated became designated, especially in the administrative field. 
In some areas, however, particularly those dealing with passports and 
visas, designations did not come up to expectations. The total posi- 
tions actually designated approximated the number contained in the 
committee’s recommendation, although there were certain differences 
in their distribution. 

Summary statistical information relating to designated positions is 
attached as appendix IV. Appendix IV-A compares designated and 
nondesignated positions by major organizational unit, as of Augen 1, 
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1954, and August 31, 1959. Appendix IV—B indicates the incumbency 


of designated positions by officer category, by major organization 
unit, as of August 31, 1958. ; 


Ill. THE RAPID EXECUTION OF THE INTEGRATION PROGRAM 


The Secretary approved the recommendations of his Public Com- 
mittee on Perennial (the Wriston Committee) that civil service officers 
holding certain positions in the Department, Foreign Service Staff 
officers and Foreign Service Reserve officers be integrated into the 
Foreign Service Officer Corps together with their positions as rapidly 
as possible. The target period set for the completion of this program 
was 2 years. It was furthermore directed that every effort be made 
to send civil service officers to posts abroad as soon as possible after 
ete and to replace them by Foreign Service officers from the 
eld. 

The program as approved by the Secretary was to be carried out 
by several stages so far as the integration of civil service officers into 
the Foreign Service was concerned. These stages were as follows: 

1. The designation of positions in the Department to be 
occupied in the future by Foreign Service officers. Such posi- 
tions technically were called esk aarvive positions although it is 
more accurate to employ the more commonly used term of 
‘Foreign Service officer positions” in referring to them. 

2. The commissioning as Foreign Service officers of civil service 
officers holding designated positions provided: (a) such civil 
service officers were willing to become Foreign Service officers, 
and (b) they were found to possess the requisite qualifications. 

3. The dispatch as soon as feasible of the newly appointed 
Foreign Service officers to posts abroad for foreign experience 
and their replacement by Foreign Service officers from the field. 

4. The gradual transfer of civil service officers holding desig- 
nated Foreign Service positions who did not desire og bertind 
Foreign Service officers or who were not found eligible for the 
Foreign Service to positions in the Department which remained 
in the civil service category or to positions in other governmental 
agencies. 

5. The pursuance of a general policy of filling in the future all 
vacancies in designated positions in the Department by Foreign 
Service officers, or, where such officers were not available, ~ 
Foreign Service Reserve officers. 


1. The designation of positions to be held in the future by Foreign Service 
officers 


The task of designating positions to be held in the future by Foreign 
Service officers was carried out for the most part with great rapidity 
during the summer and fall of 1954. A teak force was assigned to 
this work and there were considerable exchanges of views between 
this force and the various bureaus and offices of the Department. 
Subsequent to 1954, the task of designating positions has been limited 
to certain alterations in designation based on experience and to the 
designation of newly created positions. It might be pointed out in 
this connection that in some areas of the Department the civil service 


holders of certain poswone who were anxious to take advantage of 
come Foreign Service officers made every effort 


an opportunity to 
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to convince their superiors and the task force that the positions which 
they held should be designated as Foreign Service positions. On the 
other hand, certain civil service officers who did not desire to become 
Foreign Service officers, or who did not feel themselves to be qualified 
for appointment as Foreign Service officers, were inclined to argue 
that the positions which they held did not fall under criteria which 
would justify designation as Foreign Service positions. This human 
approach toward the problem added somewhat to the difficulties 
connected with the work of designation. 


2, The work of commissioning as Foreign Service officers civil service 
officers holding positions designated to be occupied in the future by 
Foreign Service officers 

The task of commissioning and bringing into the Foreign Service 
the civil service officers who in_1954 were holding positions which 
had been designated as those to be manned in the future by Foreign 
Service officers was fraught with a number of understandable diffi- 
culties. Some of the civil service officers liked their work in the 
Department and preferred life in Washington. They did not relish 
the idea of becoming Foreign Service officers subject to transfer to any 
place in the world at the discretion of the Secretary of State. Others 
had doubts regarding their qualifications for service abroad. Still 
others had reasons of health or family which made them hesitant to 
accept positions in the Foreign Service. Some who applied for 
appointment as Foreign Service officers were not able to satisfy the 
boards which passed upon them that they had the requisite qualifi- 
cations. Consequently, several hundred civil service officers holding 
Foreign Service positions in the Department remained in their present 
positions and did not enter the Foreign Service. On the other hand, 
hundreds of them were delighted at the opportunity to become 
Foreign Service officers, applied for entry into the Foreign Service, 
and were duly commissioned. 

There were furthermore @ quite large number of civil service 
officers, who while not enthusiastic at the idea of leaving Washington 
and going abroad as Foreign Service officers, nevertheless accepted 
commissions in the Foreign Service because they felt that followin 
the completion of the integration program the careers of most civi 
service officers remaining in the Department were likely to be limited. 
The majority of the civil service officers who entered the Foreign 
Service are now pleased after several years abroad that they did so. 
A number of them, however, have not. been thus far able to adjust 
themselves to Foreign Service activities and life. 

There was also a considerable impact upon the Foreign Service as 
a result of the appointment of so many civil service officers as Foreign 
Service officers. Many Foreign Service officers had entered the 
Foreign Service only after taking rigorous examinations, had moved 
slowly over the years up the highly competitive Foreign, Service 
career ladder, and had earned their promotions by service in unhealth- 
ful climates and in isolated posts. Some of them were inclined to 
resent the appointment to classes above them of civil service officers 
from the Department who. had not been subjected to severe exami- 
nations; who in some instances had been fewer years than they in 
the Government service; and who frequently were younger than they. 
Furthermore some Foreign Service officers took the position that 
they had entered the Foreign Service to serve their country abroad— 
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not to serve in the State Department in Washington. These officers 
disliked the prospect of being called upon in the future to spend a 
considerable portion of their careers in the Department. 

In this connection, it might be pointed out that the integration 
program was more than a merely temporary organizational adjust- 
ment. It called for a profound change in the thinking of many “old 
line” Foreign Service officers. After a lapse of 5 years, there is still 
a tendency among certain of these officers to consider that ‘regular 
Foreign Service work”’ is limited to activities carried on by chiefs 

f diplomatic mission, counselors, diplomatic secretaries, consuls 
general, consuls, vice consuls, etc., and not to relish assignments 
to other work. Nevertheless, it is believed that in general the members 
of the Foreign Service officer corps are beginning to understand that 
the work in the Department connected with the conduct * foreign 
affairs is “regular Foreign Service work”’. 


3. The transfer to the foreign field of those former civil service Wa who 
were gwen Foreign Service officer commissions and their replacement 
by Foreign Service officers from the field 

In conformity with the views expressed by the Secretary’s Public 
Committee, and approved by the Secretary, the Department pursued 
a policy of sending abroad the newly appointed Foreign Service officers 
as rapidly as conditions would permit and of detailing to the Depart- 
ment Foreign Service officers to replace them. During the latter part 
of 1954 and during the years 1955, 1956, and 1957 hundreds of these 
newly commissioned officers were assigned to posts abroad. It was 
only natural that so many shifts of personnel in so short a period to 
tasks with which they were not familiar should place a heavy burden 
on their colleagues in the Department and in the field and to an extent 
should handicap temporarily the functioning of the offices to which 
they were assigned. A number of offices in the Department and of 
our diplomatic and consular offices abroad registered complaints that 
the personnel being assigned to them did not have the requisite quali- 
fications. As time went on and the newly appointed officers began 
to adjust themselves to their new jobs and surroundings, the volume 
of these complaints steadily diminished and with a few exceptions, 
the dislocation incident to the drastic execution of the integration 
program has tended to disappear. The Foreign Service Institute 
was called upon to assist in preparing former departmental officers 
for work abroad and most of these officers by their enthusiasm and 
determination to make good on the job have won the admiration and 
confidence of the so-called old line officers. 

The Foreign Service officers assigned to the Department to engage 
in certain activities with which the Foreign Service in the past has 
had little contact, found it difficult at times to adjust themselves to 
the new situation. This was particularly true with regard to the 
more technical positions in the economic and research areas of the 
Department. The experiences encountered in these offices will be 
touched upon in other sections of this study. 

The question might be raised as to why the transfers to the field 
of the newly commissioned Foreign Service officers were carried out 
so rapidly. Why could not this have been done over a longer period 
of years so that the impact upon the Department and the Foreign 
Service officers abroad would not have been so marked? 
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The answer is that the Secretary’s Public Committee, after examin- 
ing what had happened in past years, was convinced that unless the 
program was carried out on what might be called a “crash basis’ it 
would never be carried out. There was a feeling that as time went 
on, the opposition to the program would solidify to such an extent 
that those charged with implementing it would become disheartened 
and eventually abandon it. The Committee and the Department, 
therefore, took the position that regardless of inconvenience and dis- 
locations, it was preferable to carry out the program quickly and 
then to build on the foundations thus preparing a stronger and more 
effective State Department and Foreign Service. 


4. The gradual shifting to other work of civil service officers holding 
Foreign Service officer positions who failed to becomé Foreign Service 
officers 

The Department has not completely solved as yet the problem of 
civil service officers in the Department who for some reason or other 
have not become Foreign Service officers and who continue to hold 
positions designated for occupancy by Foreign Service officers. The 

Secretary of State’s Public Committee had this to say with respect to 

the disposition of these civil service officers: 

Where departmental officers presently holding ‘Foreign Service’’ positions are 
unwilling or unqualified to transfer, the recommendation is that in due course 


they be moved either into non-Foreign Service posts or be assisted in finding 
other employment. Every effort should be made to complete the process within 


3 years. 

In order to facilitate the transfer of these civil service officers to 
non-Foreign Service positions in the Department, opportunities were 
given to civil service officers holding non-Foreign Service positions, 
voluntarily to apply for commissions as Foreign Service officers. It 
was the thought that the vacancies which would be created by the 
entry of these civil service officers into the Foreign Service could be 
filled by civil service officers holding Foreign Service positions. This 
hoped-for solution, however, was not in general successful. Most of 
the civil service officers who continued to occupy designated positions 
liked their work and did not wish to be transferred to nondesignated 
positions. Others were so valuable in their Foreign Service positions 
that their superiors objected to their transfer. The Department also 
was not successful in Anding employment in other agencies for these 
civil service officers. This was because many of these officers pre- 
ferred to remain in the Department even though their careers seemed 
to be curtailed by the integration program and because some of them 
were so valuable that their superiors urged them to stay. The central 
administration of the Department on its part did not desire to bring 
pressure on these officers to leave the Department because first, many 
of them were valuable officers who had worked faithfully and effec- 
tively in the Department for many years and it did not seem fair to try 
to push them out; and secondly, they had developed skills which were 
valuable to the Department. It is believed that eventually some of 
these officers will go into the Foreign Service and that what remains 
of the problem will be solved by attrition. Nevertheless, many of 
these civil service officers understandably resent the effect which the 
integration program has had upon their chances of moving up a career 
ladder. They feel that they should be promoted to vacancies in 
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Konig Service positions above them if they possess the appropriate 
qualifieations. A relatively small number continue to oppose the 
whole concept of the integration program and cherish the ewe that 
eventually the program will be abaiitened. 

The Department has continued to pursue a general policy deter- 
mined upon when the integration program was inaugurated not to 
promote civil service officers holding Foreign Service positions to 
higher Foreign Service positions. The abandonment of this policy 
would tend to undermine a program believed to be for the ultimate 
benefit of the Department and of the Foreign Service. Nevertheless, 
the Department attempts to treat these officers with every considera- 


tion and to make the maximum use of their frequently most valuable 
services. 


5. The pursuance of a general policy in the future of filling vacancies in 
designated positions in the Department with Foreign Service oficers, 
or where such officers are not available, with Foreign Service Reserve 
officers 

In keeping with the recommendations of the Secretary’s Public 
Committee on Personnel, the Department has been following the 
general policy of filling vacancies which eccur in Foreign Service 
positions with Foreign Service officers, or if no Foreign Service officers 
with necessary qualifications are available, with personnel brought in 
from outside the Department who are prepared, if called upon, to 
serve abroad. The personnel thus brought in are designated as For- 
eign Service Reserve officers. In only a few instances, where no 
Foreign Service officers or qualified personnel outside the Department 
have been available, civil service officers have been promoted to such 
positions. It is hoped that within a few years every designated For- 
eign Service position within the Department will be held by an officer 
with Foreign Service status: who is prepared to go on short notice to 
any part of the world where his services might be best used. 

A Reserve officer is in essence a temporary Foreign Service officer 
without a commission. His appointment is of a limited nature. 
The concept is that he holds the position assigned to him as a Foreign 
Service officer until his term has expired, until a Foreign Service 
officer becomes available to take over, or until he himself becomes a 
Foreign Service officer after a number of years of service after having 
been found qualified by the Foreign Service Board of Examiners. 

Certain types of specialized positions are filled from time to time 
with Foreign Service Reserve officers some of whom: eventually 
become regular Foreign Service officers. 


IV. DEDESIGNATION OF FOREIGN SERVICE POSITIONS 


Within a few months after the initial designation in 1954 of Foreign 
Service officer positions in the Department, requests began to come 
in from certain areas of the Department for changes in designation. 

An examination of these requests indicates that some of them arose 
because of the concern of the chiefs of bureaus and offices at losing 
the services in a rather short period of time of such a large number of 
experienced departmental officers. The policy of the Department in 
pushing the newly appointed Foreign Service officers into the foreign 
field on an urgent basis and of replacing them by Foreign Service 
officers not experienced in departmental work contributed to certain 
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dislocations and gave rise to second thoughts regarding the designation 
of a number of positions. 

This was particularly true with respect to areas which were not 
accustomed to making use Of Foreign Service officers. In some in- 
stances, no Foreign Service officer from the field was immediately 
available to fill the vacancy created by the transfer abroad of a former 
civil service officer. In various areas, the number of vacancies grew 
to such an extent that they seriously handicapped operations. In 
some areas, also, in which there were many positions of a specialized 
character left vacant by the transfer of the incumbents, their Foreign 
Service officer successors were not able immediately to do all that was 
expected of them. In a few offices where there was particularly sharp 
opposition to the acceptance of Foreign Service officers, vacancies 
continued for a long period because of the reluctance of the top per- 
sonnel in these offices to agree to accept the Foreign Service officers 
offered them. Even Foreign Service officers possessing qualifications 
of a character which should have enabled them in a short period to 
acquire the necessary more detailed technical skills were sometimes 
rejected. 

On the other hand, some of the requests for dedesignation were 
clearly justified. There were quite a number of instances in which it 
was found that the task force had made errors in judgment in designat- 
ing as Foreign Service positions jobs which experience subsequently 
demonstrated should have remained as civil service positions. Some 
of these jobs were of a technical character which could be satisfactorily 
filled ait by officers with years of experience in a highly specialized 
field; other positions required backgrounds which could not ordinarily 
be supplied by the Foreign Service. In some cases, the task force has 
been persuaded by the occupants of these positions who were anxious 
to get into the Foreign Service that their positions met the criteria 
established for Foreign Service positions. It was only after these 
occupants had obtained their Foreign Service officer commissions and 
gone to posts abroad that the errors were discovered. 

The criteria initially established for the designation of positions 
have continued to be the basis for positions and for the numerous 
reviews of designation decisions. During the 1954-59 period, some 
284 positions have been changed from Foreign Service to non-Foreign 
Service. The majority of the dedesignation actions (about 240) were 
taken in the 2-year period immediately following the inception of the 
integration program. During the same 5-year period, a number of 
additional positions, including newly created positions, have been 
designated as Foreign Service positions, At the present time, there- 
fore, the total number of such designated positions is somewhat greater 
than it was in 1954 (see appendix I[V—A). 

An examination of the positions which have been dedesignated 
shows that some 64 percent of them were in the areas of public affairs, 
economic affairs, intelligence, and security (see appendix V-A and 
V-B). Approximately 23 percent of the dedesignated positions were 
of an administrative type which were determined to be almost ex- 
clusively domestic in their orientation. About 6 percent of the de- 
designated positions were changed to non-Foreign Service positions 
because of a particular need for continuity of occupancy, and another 
6 percent because of the need for professional specialization requiring 
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specific academic qualifications. These latter dedesignations were 
primarily in the areas of public affairs and international organizations. 

During the last three years only some 40 positions have been 
changed from Foreign Service to non-Foreign Service in spite of 
the fact that there has been a continual review of individual positions 
as well as group positions. After a period of flurry and dislocation, the 
personnel situation in the Department seems, therefore, on the road to 
stabilization. 

The problems relating to dedesignation have not, however, been 
completely resolved. The Department finds it necessary constantly 
to review various positions and at times whole areas of activities in 
order to make sure that individual positions or categories of positions 
have been properly designated. 


V. GENERAL PROBLEMS CONNECTED WITH THE INTEGRATION PROGRAM 


Most of the problems connected with the integration of so many 
departmental civil service officers into the Foreign Service are not 
entirely new to the Department or to the Foreign Service. The 
Department has been struggling with some of them for many years. 
The integration program, however, has served to bring them to the 
fore. Among the general problems that might be mentioned are the 
following: 

1. The continuing need for a higher degree of specialization. 
2. The balance between continuity of service and flexibility in 
the making of assignments. 
3. Length of tour of duty and policy with respect to assignment. 
4. Recruitment in the light of the sdditionsl responsibilities of 
the Foreign Service. 
5. The future in the Department of civil service officers. 
A. The continuing need for a higher degree of specialization 

When the integration program was put into effect and the exodus 
of former civil service officers from the Department to the field took 
place, the lack of specialists in the Foreign Service became particularly 
apparent. This was not entirely because the Department’s efforts to 
develop specialists had not met with the proper degree of success. It 
was in part due to the fact that many of the specialists going into 
the Foreign Service from the Department insisted upon being assigned 
to posts where they could have an opportunity to broaden their 
qualifications rather than to practice their specialty. 

Probably the chief barrier to the development of specialists in the 
Foreign Service has been a feeling on the part of most Foreign Service 
officers that they are more likely to achieve success in the Service if 
they can avoid specialization, particularly functional specialization. 

As a result of this feeling, relatively few able officers in the Service 
have shown an inclination to engage in functional specialization. 
Those who developed into competent functional specialists have too 
frequently taken advantage of the first opportunity to go over into 
the more general fields. 

It is clear that if the Foreign Service is to meet the responsibilities 
which have been placed upon it, it must be able to supply more area 
and functional specialists. In order to encourage specialization, the 
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Department is taking certain measures. Among them are the 
following: 

(a) Endeavoring to recruit at the bottom of the Service a 
larger proportion of officers who would welcome specialization. 

(b) Bringing laterally into the Service at various levels from 
the Foreign Service Staff Corps, from other agencies of the 
Government, or from private life, persons who have specialist 
qualifications of which the Service is in need with the under- 
standing that they will continue to serve in their specialty for 
a number of years. 

(ce) Encouraging officers already in the Service to take up spe- 
cialties by convincing them that their promotional opportunities 
will be thereby enlarged rather than restricted. 

(dq) Giving necessary training in the Foreign Service Institute 
and in appropriate educational institutions in various specialties. 

(e) Giving officers a series of assignments which will enable 
them to develop specialties through experience. 

) Maintaining an inventory of the special skills and poten- 
tialities of all officers as a basis for ascertaining and for projecting 
duty and training assignments. 

The Department does not desire specialists to develop in such a 
manner that they will become isolated from the main stream of Foreign 
Service activities. It does not believe that a specialist in the Foreign 
Service can function with maximum effectiveness unless he has an 
understanding of the general international situation and of the 
broad problems of the Department and of the Foreign Service. Just 
as a specialist in most fields of medicine should understand the func- 
tioning of the whole human body as well as of the organs with respect 
to which he is specializing, a highly qualified specialist of the Foreign 
Service must continue to keep himself informed regarding inter- 
national trends and problems. An administrator, or specialist in 
economic or cultural affairs, for instance, in recommending policies 
or making decisions must constantly bear in mind certain factors of an 
international political character. 


B. The balance between continuity and flexibility 


The carrying out of the integration program has served to empha- 
size the problem of maintaining in the assignment of Foreign Service 
officers a balance between continuity and flexibility, It is, of course, 
important that there be maintained sufficient continuity of service 
in various areas to enable the officers on duty in them to be kept 
informed regarding past policies and developments. On the other 
hand, if the factor of continuity is emphasized to such an extent that 
officers are rarely transferred, the Foreign Service loses one of its 
most important assets—that of flexibility. There is a danger that 
the officer who is permitted to perform only one function for an 
extended period of time will fall into a bureaucratic rut and will lose 
his perspective. It is believed, therefore, that in an organizational 
unit as well as in a specialized position not only continuity of services 
but a fresh outlook are important. 

With respect to certain functions, posts, and positions, continuity 
may be exceptionally important. It is difficult in each situation to 
gage the time when continuity is likely to degenerate into staleness 
and when the advantages of a fresh point of view may outweigh 
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length of tour. Over a period of many years, the Department has 
gained a considerable experience in measuring the continuity factor 
in the Foreign Service overseas where rotation after varying tours of 
duty has long been the practice. It is only beginning to obtain this 
experience with regard to certain areas in the Department. It has 
already learned, however, that in some areas of the Department, as 
for instance, those which are represented on the numerous inter- 
departmental committees, there is a need for considerable continuity 
if the officers in them are to possess the maximum effectiveness. Even 
with respect to these activities, the Department finds that it must 
guard against the likelihood that some officers may become stale or 
may lose their perspective as a result of overlong service in one narrow 
position. These areas can, therefore, also profit from a fresh approach, 
particularly that brought in by officers with recent overseas experience. 
It has become clear, however, that the rotation should take place in 
such a way that there will always be in areas of this kind a number of 
officers with the necessary background. 

In an effort to meet the problem of continuity, the Department has 
been extending the tours of duty of Foreign Service officers in the 
Department and has been effecting the reassignment to the Depart- 
ment of officers who were integrated into the Foreign Service from the 
civil service a number of years ago and have since been serving 
abroad. Up to the present time, approximately 60 senior and middle- 
grade officers who were integrated into the Foreign Service in the 
early days of the integration program and have spent from 2 to 5 
years abroad have been reassigned to the Department to provide 
continuity while other officers abroad. For the most part, these 
officers have been assigned to fanetional specialities similar to those 
in which they were engaged prior to integration. In some instances, 
however, they have not been reassigned to the bureaus from which 
they integrated. 

It is the intention of the Department to continue to reassign inte- 
grated officers from time to time to departmental positions in accord- 
ance with the needs of the Service. It is felt that these officers offer 
the advantages both of continuity and of a fresh approach. They 
brirg with them long and valuable knowledge of departmental opera- 
tioms enhanced by the perspective gained by service abroad. Some 
of these officers may well spend most of their careers in Washington 
rather than abroad since they may have qualifications which enable 
them to serve more effectively in the United States than overseas. 

The Department has no intention of trying to achieve a balance 
between departmental and overseas service with respect to each officer. 
It realizes that some officers are more useful to the Government while 
in Washington whereas others are more valuable in the field. Never- 
theless, it does intend to make sure that no officer serves in the field 
for such a protracted period that he loses a feeling of close contact 
with the Department and that. no officer serves so long in the Depart- 
oat that he is in danger of overlooking the problems of the foreign 

eld. 

A total of 644 integrated officers have been assigned abroad from 
the designated positions during the period from the inception of the 
program to September 30, 1959. As of November 30, 25 integrated 
officers have yet to be assigned to a foreign post of whom nine are 
definitely scheduled for departure to the field during the next 12 
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months. As of August 31, 1959, there were 363 civil service officers 
still assigned to designated positions. Some bureaus have relatively 
few of these officers, whereas. others have large numbers. Even 
though the integration program has terminated, civil service officers 
holding designated positions are still free to apply for integration into 
the Foreign Service Officer Corps under the provisions of the continu- 
ing lateral entry program (appendix V1). 


C. Length of tour of duty and assignment policies 

The Secretary’s Public Committee included among its reeommen- 
dations one to the effect that so far as possible a general policy of ro- 
tation be established which would permit an officer to serve 6 years in 
the field for every 4 in the Department. This recommendation was 
based on the estimate that 40 percent of the Foreign Service officer 
positions would, in the future, be in Washington. Although this rec- 
ommendation is borne in mind by the personnel areas of the Depart- 
ment, it is nevertheless not strictly followed. In practice, it has been 
found necessary to maintain a high degree of flexibility in the matter 
of rotation of personnel between the Department and the field. The 
effective staffing of certain areas of the Department, as for example, 
the economic area, requires a higher degree of continuity than do 
most positions in the foreign posts or in the geographic bureaus. 

For several years the Department has been making efforts to 
lengthen the tours of duty in foreign posts. At present the normal 
tour of duty in a post abroad—other than an unhealthful or hardship 
post—is considered to be 4 years. Furthermore, if it should be de- 
termined that a post needs the services of an officer for a longer period 
and that it would not handicap the development of the officer to re- 
main longer the tour can be extended beyond the 4 years. The nor- 
mal tour in a hardship or unhealthful post is normally 2 or 3 years 
although it also can be extended if it is determined that the extension 
would be in the public interest. 

The normal tour in the Department is now considered to be 4 years. 
It can, however, in case the need for continuity is great, be extended 
up to 8 years. It is the intention of the Department, so far as prac- 
ticable, to tailor the length of the tour to the needs of the area, bearing 
in mind the effect. which a longer tour might have upen the develop- 
ment of the officer involved. 

The length of tour of junior officers who have recently entered the 
Service is as a matter of practice shorter than that of the more senior 
officers. Their tours usually average about 2 years. The reason for 
the shorter tour is that it is considered desirable for an officer while 
ene in the Service to have a variety of experiences under several 
chiefs. 


D. Recruitment in the light of the additional responsibilities of the Foreign 
Service 


As a result of the integration program the Department has found 
it advisable to effect certain changes in its recruitment procedures 
and it is studying the desirability of making still further changes. It 
does not lack for a large supply of candidates for class 8 officers. The 
Department’s concern arises not from the number of candidates but 
from what seems to be the rather narrow interests of those who pass 
the examinations. It is, therefore, making efforts to emphasize in its 
publications, statements, and college recruitment operations the fact 
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that the Foreign Service officer of the future must be prepared to 
engage in widely diversified and specialized activities. We hope that 
as a result of these efforts we shall be able to attract young people 
interested in all of the various functions of the present-day Foreign 
Service. We should obtain the kind of officers we need from the more 
than 10,000 who have applied to take the Foreign Service officer 
examinations to be held on December 5, 1959. During the fiscal year 
ending June 30, 1960, the Department plans to appoint between 150 
and 175 new Foreign Service officers of class 8. 

Thus far, in spite of its efforts, the Department has found among the 
new recruits too few who show enthusiam for developing functional 
specialties. 

It is possible that eventually the Department will decide that it 
is necessary to bring in more specialists at the levels of classes 5, 6, 
and 7 through the Reserve officer mechanism and to depend to a 
less extent for specialists upon officers who enter the Service in class 8 
as a result of the regular examinations. The Department has already 
embarked upon the recruitment of Reserve officers with specialist 
qualifications at various levels since it cannot wait for young men 
starting at the bottom of the Service to develop specialities. For 
example, it plans to appoint during the present fiscal year about 80 
Foreign Service Reserve officers to meet needs in such functions as 
economics, administration (personnel, budget and finance, manage- 
ment), labor relations, science, minerals, geography, and medicine. 


E. The future of cwil service officers in the Department 


One of the most difficult problems which the carrying out of the 
integration program has served to emphasize is that of the career 
future of civil service officers in the Department. This problem 
relates to officers who held positions which are designated as civil 
service positions as well as to those whose positions have been 
designated as Foreign Service officer positions. 

Both categories of civil service officers feel quite understandably 
that their opportunities for advancement in the Department have 
been curtailed as a result of the integration program. Prior to the 
carrying out of that program there was a variety of positions in the 
Department to which they might have had an opportunity to be 
promoted. As a result of that program, however, many of these 
positions are no longer open to civil service personnel. It is true 
that the civil service officers who were occupying positions designated 
as Foreign Service positions in 1954 may continue to hold such posi- 
tions but they have very little or no opportunity for promotion except 
within areas which are not primarily concerned with the conduct of 
foreign affairs. Offices such as those of the Legal Adviser and the 
Historical Division have not been seriously affected in view of their 
character and of the specialized interests of the officers in them. 
However, civil service officers in other areas which are clearly con- 
cerned with the conduct of foreign affairs and which, therefore, have 
been included in the integration program have in general suffered 
loss of morale. 

The alternatives which face civil service officers holding Foreign 
Service positions are: 

(a) To remain frozen in their present position ; 


(6) To be transferred to a civil service position in the Depart- 
ment; 
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(c) To be transferred elsewhere in the Government; 

(d) To leave the Government service; 

(e) To enter the Foreign Service Officer Corps. 

Most of these officers who are still in the Department do not at 
present desire to enter the Foreign Service Officer Corps. Many of 
them like what they are doing and do not want a change. It seems 
likely, therefore, that some of these officers will continue to hold their 
present positions in the hope that eventually the policy of integration 
will be abandoned and that what are now Foreign Service positions 
will be opened to them. Civil service officers holding civil service 
positions can, of course, continue to advance within the limits of the 
civil service positions available. Since, however, the main stream of 
the Department’s work is connected with the conduct of foreign 
affairs, a career in areas which are not concerned with foreign affairs 
is likely to be somewhat narrow in spite of the fact that supergrade 
and C positions were not subject to designation and can be filled by 
either civil service or Foreign Service officers. 

In view of the limited opportunities for advancement of civil service 
officers, the Department is reluctant to designate or to dedesignate 

ositions as aya service positions unless such positions clearly do not 
all under the criteria established for Foreign Service positions. Its 
reluctance is based on the fact that every ambitious civil service 
officer in the Department with the exception of those serving in a 
few highly specialized areas is likely to become a morale problem when 
he reaches a position where future advancement becomes difficult for 
one who is not a Foreign Service officer. 

The Department, therefore, has been willing to dedesignate very 
few positions concerned with the conduct of foreign affairs on the 
grounds of the advantages of continuity. The designation of a 
position as “civil service” in order to assure continuity is not an 
answer to the problem. If the civil service occupant of that position 
has ambitions, he is almost certain, after a number of years, to over- 
look the fact that his role is to provide an element of continuity and to 
insist that some position above him be dedesignated or created so that 
he can be promoted. The dedesignation or creation of positions in 
order to provide a career ladder for civil service personnel would, 
of course, be contrary to the concept that it is a responsibility of the 
Foreign Service to man the officer positions in the Department connec- 
ted with the conduct of foreign affairs. 

The Department is trying to alleviate the problem of civil service 
officers in the Department by: 

(a) Continuing to treat with consideration civil service officers 
who are at present frozen in Foreign Service officer positions; 

(6) Assisting civil service officers.who are dissatisfied with their 
opportunities for advancement in the Department and who wish 
to stay with the Government to find positions in other agencies 
of the Government; 

(c) Emphasizing to all candidates for civil service positions in 
the Department the fact that their advancement in the Depart- 
ment is likely to be limited unless at a given point they would be 
able and willing to enter the Foreign Service; 

(d) Pursuing a liberal policy in accepting civil seryice officers 
of the Department who possess the appropriate qualifications into 
the Foreign Service Officer Corps. berality does not go so far, 
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however, as to encourage persons to seek departmental positions 
as shortcuts into the Foreign Service. 


VI. THE EFFECTS OF INTEGRATION ON SPECIFIC AREAS OF THE 
DEPARTMENT 


The Senate Foreign Relations Committee in Senate Report 880, on 
S. 2633 referred to the impact of the integration program on certain 
offices of the Department and asked for the. Department’s comments 
with respect to these specific offices in the light of statements that 
have been made to the effect that the integration program “has gone 
too far” in such areas. Among the offices mentioned were: 

1. The Policy Planning Staff (S/P). 
2. Bureau of Intelligence and Research (INR). 
3. International Education Exchange Service (IES). 
The committee also invited comment on other offices of the Depart- 


ment. The comments requested follow, including comments on the 
Bureau of Economic Affairs. 


A. The Policy Planning Staff (S/P) 


Although the Policy Planning Staff is one of the smallest offices 
in the Department, it nevertheless plays so important a role that 
considerable attention is given to its personnel problems. Its primary 
function is to advise and assist the Secretary in the evaluation of the 
adequacy of current foreign policy, in the formulation of long-range 
policy, and in the coordination of activities within the Department. 
All of the officer positions of the Policy Planning Staff fall under 
schedule C. Therefore, none of them have been designated as Foreign 
Service officer positions. Since the creation of the Staff in 1947 its 
membership has been fairly evenly divided between Foreign Service 
officers and non-Foreign Service officers. 

It so happens that since the inception of the integration program in 
1954, the proportion of non-Foreign Service officers assigned to the 
Staff has been slightly higher than it was previously. As of August 
1959 there were 11 officers attached to the Staff including the Assistant 
Secretary, a Deputy Assistant Secretary, five senior officers, and four 
other officers. Five were Foreign Service officers including the 
deputy, one senior member and three other members. 

xperience over the years has convinced the Department that in 
eneral a balance of this kind between Foreign Service and non- 
oreign Service officers has been sound. Continuity of service has 
proved its distinctive value in the Staff. Much of this continuity 
as been supplied by the non-Foreign Service members, some of whom 
have served for extended periods. The rotation of Foreign Service 
officers approximately every 2 years has been explicitly requested by 
the present Assistant Secretary since this rotation renders possible a 
steady influx of new backgrounds and fresh points of view. There is, 
however, no rigid rule that the period of assignment of a Foreign 
Service officer to the Policy Planning Staff should not be in excess of 
2 years. When there is a special reason for the retention of a Foreign 
Service officer for a longer period he is retained. It has been found, 
however, that an experienced Foreign Service officer can be almost 
immediately extremely useful in the planning work. In fact some of 
the most valuable contributions from members of the Staff have been 
made by Foreign Service officers during their first year of assignment. 
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The Policy Planning Staff is a primary channel of liaison with the 
Joint Staff of the Joint Chiefs of Staff, a body composed of members 
of the armed services who are also rotated. 

As a rule only officers of exceptional ability are assigned to the 
Policy Planning Staff and these assignments are much sought after 
because of the experience to be derived from them and of the prestige 
which adheres to them. The Foreign Service officers at present at- 
tached to this Staff stand high among officers of the Foreign Service 
class from which they are drawn. 


B. The Bureau of Intelligence and Research (INR) 


The task forces established by the Public Committee on Personnel 
recommended that 347 occupied officer positions in INR be designated 
as Foreign Service officer positions Gh that 79 remain as nondesig- 
nated civil service positions. As of August 1, 1954, some 343 positions 
were designated. The nondesignated positions were concentrated 
mostly in the library and in the Office of Current Intelligence 
Indications. 

During the next 2 years 124 of the positions initially designated as 
Foreign Service officer positions were dedesignated as a result of 
surveys instituted by the Department. Among the positions de- 
designated 70 were in the area of language sfeciktwes: 2 were editors; 
13 were coordinators in national intelligence studies (NIS); 11 were 
administrative officers; and 10 were external research officers. Sub- 
sequently, three additional positions were dedesignated. 

he dedesignation of the positions in NIS was made because it was 
decided that in view of their specialized nature and their close rela- 
tionship to the intelligence community in Washington they should 
remain in the civil service. The positions in area language and 
external research were dedesignated because the holders were required 
to possess highly technical qualifications not likely to be found among 
Foreign Service officers. The dedesignated administrative positions 
were exclusively departmental in the orientation. 

In August 1954, Foreign Service officer positions approximated, 75 
percent of the total INR officer positions. In August 1959, they con- 
stituted 53 percent. The Department believes that this approxi- 
mately 50-50 division of positions in INR between Foreign Service 
officers and civil service officers is probably the most effective division, 
that can be made at this time. It provides the necessary continuity 
tempered with overseas experience. 

When the integration program was first being put into effect there 
was considerable confusion in INR. Although many of the civil 
service officers holding positions in that area welcomed the opportunity 
to go into the Foreign Service, others preferred to remain in the 
Department and registered opposition to the program on a variety 
of grounds. Some of the chiahs of division objected to the exodus into 
the foreign field of so many of their personnel and were unhappy at 
the idea that the replacements were to be Foreign Service officers. 
Some of the Foreign Service officers assigned to INR assumed their 
new positions with reluctance. INR had been partially isolated from 
the rest of the Department and from the Foreign Service, so far as its 
personnel interchange was concerned, for so many years that there 
was a feeling among some of the Foreign Service officers assigned to 
the area that they were no longer in the Department. 
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Much of the opposition to the integration program has disappeared 
during the last 5 years. Although several of the Foreign Service 
officers originally assigned proved to be unsuited for the work, those 
subsequently detailed have for the most part encountered little diffi- 
culty in adjusting themselves to their new duties. In fact some of 
them have introduced fresh points of view and have tended to give a 
more practical aspect to the studies assigned to them. Time has 
demonstrated that a Foreign Service officer benefits from the training 
received in INR. They return to the field of operations with a deeper 
insight into the problems with which they are called upon to deal. 
Similarly officers returning to Intelligence and Research after an assign- 
ment abroad bring with them a deeper understanding of the reality of 
situations and are better equipped to pass judgments. In general, 
Foreign Service officers are beginning to realize that an assignment to 
INR furnishes them with experience which is likely to make them 
more valuable to the Service in future years. 

When the integration program was first being put into effect too 
many of the assignments of Foreign Service officers to INR were of 
short duration. The Department’s present policy, however, which 
was established over a year ago, now provides for basic tours of 4 
years and for an extension of this tour when necessary. 

In spite of the progress which has been made, problems relating to 
integration and designation of positions continue to arise in INR. 
These problems, however, are being dealt with one by one as they 
arise, just as similar problems are being treated in other areas of the 
Department. The Department is confident that as a result of the 
exchanges which take place between INR and the foreign field, the 
intelligence and research work in the Department and the work of 
our offices abroad are being strengthened. 


C. International educational erchange service (IES) 


Broadly stated, the objective of the international educational 
exchange program is to develop a climate of public opinion overseas 
in which the actions, motives, and policies of the United States can be 
correctly interpreted. Given such aims, there can be no doubt that 
the extension of the integration program to an office responsible for 
educational and cultural exchange was correct and in accordance with 
the approved criteria. The recent establishment by the Department 
of the Bureau of International Cultural Relations, of which IES is 
a major component, has served to emphasize the fact that “cultural 
diplomacy,” as a supplement to the more traditional political and 
economic forms of diplomacy, has become an active and highly 
ea arm of U.S. foreign policy. 

his fact and the important part played by IES in this type of 
international operation has not yet been fully appreciated by some 
civil service and Foreign Service officers. This is due to a variety 
of factors, among which may be cited— 

(1) The fact that the TES program is by its very nature some- 
what out of pattern when compared with other operations of the 
Department; 

(2) The fact that TES’s goals, necessarily long range in nature, 
have not in the past attracted the same degree of attention in 
the Department as other more spectacular operations; 

(3) The fact that few Foreign Service officers have been as- 
signed to this organization until comparatively recent times; 
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(4) The fact that IES’s overseas operations are carried out 
primarily not by Foreign Service personnel but by officers and 
employees of the U.S. Information Agency—a unique circum- 
stance which understandably puts a rather special connotation 
on the integration program in the eyes of IES personnel; and 

(5) The fact that the integration program has lagged more in 
IES than in most other areas of the Dey artment. All of the 
130 officer positions in IES were originally designated as FSO 
os Seven have since been redesignated and 10 new 

oreign Service positions have been created. Of the 133 positions 
at present designated, 60 are still held by civil service personnel. 

Antipathy to the integration program has been particularly forth- 
right and vocal in IES. The feeling that promotional opportunities 
for civil service Officers are limited by the program has been a depres- 
sant to morale, despite the fact that many of these officers have been 
promoted in the last 5 years. It has been argued at times that IES 
operations are so highly specialized that they cannot be adequately 
performed by Foreign Service officers; that the technical nature df 
the duties performed in IES necessitates more continuity than would 
be possible under the rotational system of the Foreign Service. Anal- 
ysis of [ES operations, relationships, and procedures, however, does 
not support the validity of these claims as broad generalizations. 
The undoubted value of continuity in IES positions must be balanced 
against the risk that overly narrow specialization may lead to stale- 
ness in performance and loss of perspective. IES records indicate 
that its civil-service officers have frequently moved to new jobs in 
the past in connection with promotions and reorganizations. ere- 
as it is asserted that Foreign Service tours of duty in LES average 
only 2 years, it is a fact that those of other than the most junior 
Foreign Service officers have usually extended to 3 years. Further- 
more, it should be noted that under present departmental policies, 
a tour of 4 years or even longer will be normal in the future. Asser- 
tions concerning the technical nature of the work in IES have in 
many cases been exaggerated and have given rise to serious mis- 
understandings. Many of the procedures employed are involved 
and somewhat removed from the ordinary pattern of Foreign Service 
experience, and much of the work is undoubtedly specialized. It is 
not, however, technical in the sense of being unfathomable to those 
who have not had special training and long experience in it. In 
fact, mest officer jobs in IES can be learned within a reasonable 
time by carefully selected Foreign Service officers who are accus- 
tomed to adjusting rapidly to new types of work and to making the 
necessary contacts. 

Some Foreign Service officers assigned to IES have initially felt 
that they were perhaps being sidetracked because of the relative 
isolation of IES and the lack of field positions in which they might 
continue to work on the educational exchange program. Almost 
without exception, however, when these officers have familiarized 
themselves with their new duties, they have become sincerely inter- 
ested in their jobs and have contributed fresh views which have 
enhanced the program. 

The personnel situation in IES is somewhat complicated by the 
fact that some 28 Foreign Service officers of class 8 are currently 
assigned to GS-7 and GS-9 positions in IES which have turned out 

58066 O—60-——3 
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to be clerical in nature. A good deal of the criticism of the integration 
program in IES has been based erroneously on the assignment of 
these officers, whose tour of duty is limited to 18 months, who are not 
familiar with either the organization or the operations of the Depart- 
ment, and who as yet have had no field experience. The problem in 
relation to this particular group is really one of classification of the 
positions they occupy rather than the inappropriateness of the inte- 
gration program. Action to remedy this situation is under study. 

It is the view of the Department that many of the IES positions 
should continue to be designated as Foreign Service positions under 
the established criferia. Foreign Service officers can and do make 
valuable contributions to the Department’s educational exchange 
program because of their familiarity with cultural and social back- 
grounds of foreign peoples and the conditions abroad. 

A team of highly qualified Foreign Service inspectors have been 
making a thorough study of IES for the purpose of ascertaining what 
changes in organization or shifts in personnel, if any, might serve to 
strengthen it. Thvir findings should be helpful to the Department in 
connection with its efforts to strengthen this area. 

The Department is also looking into the possibility of filling some of 
the designated positions in IES with USIA officers who have had 
cultural experience abroad as well as that of detailing to USIA for 
cultural service abroad Foreign Service officers, including some 
integrated officers, who have served in IES and have displayed an 
interest and a talent in cultural and exchange of persons operations. 


D. Bureau of Economic Affairs (EF) 


Among the offices of the Department upon which the integration 
program has had the most serious impact is the Bureau of Economic 
Affairs. This was in part due to the fact that this Bureau had become 
in-grown. For a number of years there had been relatively few 
pana changes in it. The majority of the officers in the Bureau 
1ad had no experience abroad or in other areas of the Department. 
A relatively large number of them had no desire to serve abroad and 
opposed the idea of positions in the Bureau being occupied by Foreign 
Service officers. Some of them, however, welcomed the opportunities 
offered by a Foreign Service career for the broadening of their horizons 
and for advancement to higher positions—advancement which they 
could not hope to attain in the somewhat static confines of the Bureau. 

Another reason for the severity of the impact on this area was the 
shortage among Foreign Service officers of economists possessing the 
qualifications needed for some of the rather highly specialized posi - 
tions which were being vacated. Since some of the officers who 
accepted commissions in the Foreign Service were anxious to engage in 
activities other than economic in order that they might strengthen 
their general qualifications, their arrival in the field did not release 
sufficient Foreign Service officers with economic backgrounds already 
in the field to man all of the vacancies created in the E area. Further 
more, the reluctance on the part of some of the divisions in the E area 
to accept the Foreign Service officers offered to them resulted in 
various positions remaining unfilled for protracted periods. Difficul- 
ties in fling these vacancies with personnel brought in from outside 


the Department and Foreign Service were increased at times because 
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the budgetary situation of the Department was so tight that it could 
not afford to add to its payroll new personnel other than a minimum 
number of Foreign Service officers of Class 8 who had passed the 
Foreign Service examination. 

There were not more than four or five Foreign Service officers in 
the E area at the time of the inauguration of the integration program. 
At present, of the 173 officer positions in the area, 143 have been 
designated as Foreign Service officer positions and 30 remain as civil 
service positions. Forty-six of the designated itions, however, 
continue to be occupied by civil service personnel. In other words, 
of the 173 officer positions in the area at present, 76 are occupied by 
civil service personnel and 97 by Foreign Service personnel. It is 
quite understandable that some of the 76 civil service officers in the 
E area, particularly those who are occupying the designated positions, 
are not happy about the situation. Following the inception of the 
integration program, a number of the officers in this area have left the 
Department in order to accept positions in other agencies of the 
Government or in private life since they considered that their oppor- 
tunities for advancement in the Department had become limited. 
Their departure added, of course, to the problems of the E area. 

The positions in the E area have been reviewed several times dur- 
ing the last 5 years in the light of changing conditions with the pur- 
pose of ascertaining whether or not it would be in the public interest 
to change the designation of any of the positions. As a result of 
these reviews some 12 positions have been changed from Foreign 
Service officer to civil service. Other steps have Com taken to en- 
able this area to meet the immediate problems connected with inte- 
gration. For instance, three civil service officers with long experi- 
ence have been attached as a Permanent Economic Advisory Staff 
to the Assistant Secretury for Economic Affairs. A number of quali- 
fied persons outside the Department and Foreign Service are being 
recruited as Foreign Service Reserve officers to fill vacancies for which 
Foreign Service officers with the appropriate qualifications are not 
available. An intensive effort is also being made to recruit junior 
Foreign Service officers with economic backgrounds and to train in 
economics officers already in the Service who possess high general 
qualifications but need systematic technical traiming. At the pres- 
ent time, for instance, no less than 25 Foreign Service officers are on 
detail in various universities for the study of various branches of 
economics. The problem of continuity is also an urgent one in this 
area. It is believed that this problem can be solved by the retention 
of Foreign Service officers for longer periods, by bringing in from the 
field Foreign Service officers who have had previous experience in the 
area; and by the retention of a certain number of civil service officers 
who prefer to remain in the Department, even though their careers 
are likely to be restricted, rather than to enter the Foreign Service. 

It is believed that if the Department makes it clear that it has no 
intention of abandoning the integration program in the E area, the 
difficulties arising from integration will lessen and integration will 
cease to be a controversial issue. The problem of changing designa- 
tions in the light of experience and changing situations, however, will 
not entirely disappear. 
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SUMMARY — 


At the time the decision was. made to undertake the integration 
program, the top management of the Department: was under no illu- 
sions as to what was involved, and the full implications of the program 
became apparent to most Foreign Service and departmental personnel 
during the year that followed. The program was approached with the 
expectation that its accomplishment would be neither painless nor 
rapid. Experience has demonstrated the realism of this approach. 

Broadly speaking, the integration program created two groups of 
problems. One group related to the operations of the Department, 
and the other to the impact of the program on individuals. 

Many of the operational problems faced by the Department in’ 
1954 have been solved. Adjustments, of course, have been and will 
continue to be necessary. Further time will be required in some 
cases before the extent of these adjustments will be clear. The 
assessment of the full effect of the policy of a 4-year tour of duty in 
Washington as an answer to the continuity problem, for example, 
will require at least another 2 years. The major remaining problem 
is that of assuring that the full range of special skills and experience 
required in the Department and overseas is adequately provided for 
within the new framework of the Foreign Service. But even in this 
difficult area progress is being made through new recruitment, training, 
assignment and promotion policies. 

The problems relating to specialization are not of a character which 
lend themselves to rapid solution. The needs in the Service for 
specialists are continually changing as shifts take place in our policy 
approaches to the fluid international situation. Furthermore, changes 
in attitudes and predilections of the members of the Foreign Service 
and the Department with regard to matters such as specialization 
cannot be effected overnight. If during the years to come, the 
Department is to meet the responsibilities placed upon it, it must 
continue to give priority attention to the development of specialists 
within the Foreign Service. 

Progress in meeting the problems which emerged from the impact of 
the program on persons, both civil service and Foreign Service, has 
proved to be more difficult of attainment than the meeting of opera- 
tional problems. 

Even after the lapse of 5 years there are still a number of Foreign 
Service and civil service officers who do not accept the basic concept 
of the program. The opposition of some officers arises from what they 
consider the effects of the program will be on their own advancement 
and on their general career outlook. The opposition of others, how- 
ever, seems to flow from a conviction on their part that integration is 
not the correct approach to the problems whee minepelion was sup- 
posed at least to ameliorate. Itis believed, however, that the majority 
of the officers in the Department and in the Foreign Service now 
recognize that there was an urgent need for integration, accept it as 
one of the facts of life, and regard it as no longer a live issue. 

The question: might well be raised as to why in connection with the 
carrying out of the integration and other personnel programs the 
Department has not adopted a firmer attitude in dealing with per- 
sonnel. Why has it not disciplined those who have en ba vere to 
block the successful execution of these programs or who have objected 
to being assigned to certain fields or tasks? 
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The answer is that Foreign Service and civil service officers in the 
Department and the Foreign Service are for the most part men and 
women of high professional attainments who have invested their 
careers and lives in the service of the Government in the field of 
foreign affairs. They, therefore, feel that they have a legitimate 
interest in any changes which might affect their life’s work. It would 
serve no useful purpose for the Department to treat these people as 
inanimate objects who can be moved at will like pawns in a chess game. 
If the Department and the Foreign Service are to function with maxi- 
mum effectiveness, their personnel must be treated with consideration. 
They must feel that they have the respect of the Department, that 
their work is appreciated, and that their predilections and views are 
not being entirely ignored. ‘ 

On the other hand, if the Department is to meet the responsibilities 
et: upon it, its personnel both in Washington and in the field must 

ave a sense of dedication, must be willing when called upon to sacri- . 
fice personal preferences for the good of the Service, and should be 
act psa to accept in good grace decisions of the Secretary of State 
with regard to organizational as well as substantive matters. 

After 5 years of experience in dealing with the integration program, 
the Department is convinced that: 

1. The policy of integration, which was recommended not only by 
the Secretary’s Public Committes on Personnel but by all previous 
committees, including the Hoover Commission, which have investi- 
gated the personnel problems of the Department of State during recent 
years, is fundamentally sound; that unless the Department is com- 

elled to go through an additional series of reorganizations and to 
banal into new personnel programs, the adherence to this policy will 
lead to a more stable, better coordinated, and more effective State 
Department and Foreign Service. 

2. The State Department should energetically, through recruiting, 
training, and management continue to produce among Foreign Service 
officers and Foreign Service Reserve officers, the specialists required 
to man all Foreign Service positions. 

3. To the maximum extent possible, Foreign Service officer positions 
in the Department and in the Foreign Service should ultimately be 
filled by Foreign Service officers and Foreign Service Reserve officers. 

4. The Department should continue to treat with consideration its 
competent civil service officers, including those who hold both Foreign 
Service and civil service positions, and to make sure that they are 


‘afforded fair opportunities to transfer into the Foreign Service at 


appropriate levels if they have the requisite qualifications; if they 
desire to enter the Foreign Service; and if their transfer would not 
appear to be contrary to the interest of the Government. 

5. The Department should maintain a flexible attitude with regard 
to the designation or dedesignation of Foreign Service officer positions 
and should not hesitate to make changes in designation in case past 
experiences or the exigencies of a given situation should make it appear 
that such changes would be in the interest of the Government. 

6. The Department should not hesitate to retard rotation of Foreign 
Service officers in cases where it appears that continuity outweighs 
freshness of approach or the need for specialists is more urgent than 
that for broader career development. 
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APPENDIX I 
Tue SECRETARY or StaTe’s PuBLic CoMMITTEE ON PERSONNEL AS OF JUNE 1954 


MEMBERS 


Norman Armour, Foreign Service officer, retired, former Ambassador and Assistant 
Secretary of State. 


John A. McCone, president, The Joshua Hendy Corp., Los Angeles, and former 
Under Secretary of the Air Force. 

Robert D. Murphy, ex officio member, Deputy Under Secretary of State. 

Morehead Patterson, chairman and president of American Machine & Foundry 
Co., New York. 

Donald 8. Russell, president of the University of South Carolina and former 
Assistant Secretary of State. 

Charles E. Saltzman, partner, Goldman Sacks & Co., New York City, and 
former Assistant Secretary of State. 

John Hay Whitney, Vice Chairman of the Committee, former Ambassador, 
presently president, J. H. Whitney Foundation, New York. 

Henry M. Wriston, Chairman of the Committee, president emeritus, Brown 
University, executive director, The American Assembly. 


CONSULTANTS TO THE COMMITTEE 


Walter J. Donnelly, Foreign Service officer, retired, former Ambassador and 
High Commissioner. 


Charles J. V. Murphy, board of editors, Fortune magazine. 


AppEnpIx II 


Excerpts FROM ‘“‘TowarD A STRONGER FoREIGN. SERVICE” (REPORT OF THE 
SECRETARY’s PuBLIC COMMITTEE ON PERSONNEL, JUNE 1954) 


Section 1. Morale and public confidence 


‘Foreign policy will be dynamic or inert, steadfast or aimless, in proportion to 
the character and unity of those who serve it, U.S. foreign policy has entered 
upon a period of trial of unprecedented endurance and complexity. That policy 
will in large measure stand or fall according to whether the relative handful of 
men and women charged with its execution are able to work effectively and in 
concert toward the agreed ends’’ (p. 1). 

“The work of diplomacy requires intimate knowledge of the political customs, 
governmental forms, and cultural patterns of people who may work, think, and 
worship in a wanner cuite different from our own. Understanding in these 
complex matters cannot be acquired overnight. It must be the product, not alone 
of specialized training, but of continuous and disciplined growth through ex- 

rience, study, social contact, and perceptive observation. Diplomacy has 

ecome serious, urgent, and arduous business’ (p. 3). 


Section 2. A shrinking base 


“The Foreign Service Officer Corps needs toexpand. If it is to get on with its 
job it must begin its expansion at once. Not only ie the Service far too small for 
the tasks devolving upon it; it is also critically deficient in various technical 
specialties—notably economic, labor, agriculture, commercial promotion, area- 
language, and ad™ministrative—that have become indispensable to the successful 
practice of diplomacy in its vastly broadened, mid-twentieth century meaning”’ 


“The overriding requirement for an effective foreign policy is a rapid broadening 
of its personnel base. The wider the base the more talent the Department of 
State and the Foreign Service will eventually be able to draw upon for reinforcing 
their senior personnel at the highest levels of diplomacy”’ (p. 8). 


Section 3. The administrative situation 


“They (the two separate personnel systems of the Department, one of which— 
the Foreign Service—has three subsystems) have given rise to a sense of separate- 
ness where there should be a pervading sense of oneness. And this separateness 
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has indisputably hampered the State Department in the conduct of its business, 
most seriously in the restraints it has laid upon the free interchange of skills and 
experience between the home and foreign organizations’’ (p. 11). 

“It has been a serious mistake to keep so much of the Foreign Service orbiting 
overseas so long. Men immersed continuously in other societies inevitably tend 
to lose touch with the circumstances and attitudes that shape national oulley at 
home. Their outlook, their judgment of changing factors of national concern, 
and finally their sense of urgency in matters affecting the national interest cannot 
escape being altered’’ (p. 11). 

“The Committee is strongly of the opinion that this comparative isolation in 
official exile of the Foreign Service should be lifted as rapidly as possible. To 
keep their knowledge of American life steadily refreshed, Foreign Service officers 
—— brought home for duty regularly, if possible after every 6 years of duty 
abroad. 

“Such a policy should produce a double dividend. It would bring Foreign 
Service officers back into the policy-making machinery, and it would give them 
a more intimate understanding of the forces underlying the development of 
national policy. Equally, their regular injection into the Department’s domestic 
—_ should have a leavening influence upon foreign policy as it evolves 

p. 12). 

‘The relatively few desks presently occupied by Foreign Service officers within 
the Department fall short by a wide margin of supplying sufficient scope for 
adequate rotation between the home and foreign fields. If the Foreign Service 
is to establish its roots more firmly at home, more positions must obviously be 
opened up within the Department. 

“However, broadening the domestic base of the Foreign Service is only one of 
the changes that should and must be made in the present administrative structure. 
A breach must be made simultaneously in the artificial boundaries which through 
custom have walled off the departmental service. Many technical! skills now lodged 
in jobs in Washington are urgently needed for a more versatile diplomacy overseas. 
Making room for the Foreign Service in the Washington establishment will tend 
to release these now anchored skills, but not unless the Foreign Service in turn 
makes room for the counterflow from the Department” (p. 12). 

“The revolutionary change in the position of the United States, with the conse- 
quent expansion of its persennel needs for the fulfillment of its international 
mission, has placed a premium upon individuals with a high degree of specializa- 
tion in economics, commercial promotion, agricultural knowledge, labor compe- 
tence, fiscal practice, certain branches of the law, and the languages and cultures 
of important areas of the world, many of which have only recently engaged the 
close interest of American diplomacy and strategy. The Foreign Service has been 
almost indifferent to these specialties; it has been loath to make room for them 
in the ranks; and, indeed, in some respects, there has actually been some retro- 
gression in its recognition of specialisms. 

“Tf the Department’s management of the Foreign Service is fully to meet the 
demands of present conditions, there must be a fundamental reorientation in 
both its thinking and structure. It must, in the processing of reestablishing 
itself more firmly in the context of American domestic policy and thinking, also 
open its ranks to a large number of people with a high degree of specialization 
in other than the general practice of diplomacy” (p. 13-14). 


Section 5. An integrated service 


Since 1924, the idea of ending the separateness of the Foreign Service has been 
reviewed by diverse, competent groups. All have agreed that: 

“‘Above a certain level a single personnel system should cover all departmental 
and Foreign Service personnel insofar as that is at all practicable’’ (p. 25). 

“The proposed integration can best be accomplished by three actions: 

“Action one: Formal confirmation of those positions in the Department’s 
domestic organization, the incumbents of which should have both foreign and 
domestic experience. These positions should be redesignated as ‘Foreign Service’ 
positions to distinguish them from other departmental jobs in which foreign 
experience is not necessary and which, therefore, logically should continue to be 
staffed from the civil service. 

“Action two: Establishment of qualifications standards to require foreign 
experience for the positions thus designated—this action to be taken in coopera- 
tion with the Civil Service Commission. 

“Action three: Within the limits of feasibility incorporate the incumbents of the 
newly designated ‘Foreign Service’ positions into the Foreign Service and install 
an effective system of rotation’’ (pp. 26-27). 
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‘“‘The committee’s analysis indicates that, as against the 119 Foreign Service 
officers now assigned to departmental positions, there are upward of 1,440 positions 
in the Department in Washington, plus a score or more in the U.S. delegation to 
the United Nations, which it seems agreed, in the Department, should be filled 
by Foreign Service officers. 

“The committee estimates there are at least 2,250 permanent overseas positions 
of officer rank which should be manned by Foreign Service officers. 

“Thus the total number of positions to be earmarked for the Foreign Service 
would be on the order of 3,700. If, however, proper allowance is made for officers 
on leave or in training or awaiting assignment, the total complement would be 
about 3,900—about three times the present strength”’ (p. 28). 

“The plan contemplates that the bulk of the clerical, custodial, and adminis- 
trative personnel of less than officer rank customarily attached to headquarters 
would continue under the civil service. No useful purpose would be served by 
seeking to absorb these latter categories into the Foreign Service. The Depart- 
ote also retain certain officers whose duties do not require service abroad’”’ 
(p. . 

“The reserve should be retained as provided by statute and should be used 
primarily as means for bringing into the Service on a temporary basis specialists 
to deal with unique problems” (p. 31). 

“The Foreign Service Staff category should henceforth be used solely for the 


employment of technical, clerical, and custodial personnel of lower than officer 
rank”’ (p. 31). 


Section 10. With one voice 


“Until the Department is organized to speak with one voice by the integration 
of the services at home and abroad, and until there is firm, stable, and energetic 
administration, morale will not show marked improvement. It is to these ends 
that the gravamen of the committee’s report is directed’’ (p. 55). 


AprEnprix III 


Memorandum for: Deputy Under Seeretary for Administration. 
Subject: Designation of Foreign Service positions. 


Pursuant to the Public Committee’s recommendations, you are requested to 
conduct immediately a review of all positions under the jurisdiction of the De- 
partment both here and abroad, and to determine promptly which departmental 
positions should be filled from civil service rolls and which Foreign Service cate- 
gory should be used in staffing those positions to be filled from Foreign Service 
rolls. The “Criteria for Determination of Appropriate Personnel Categories’’ 
adopted by the committee (enclosed herewith) will serve as your basic guide in 
making these identifications. The Public Committee has determined that the 
application of these criteria will result in the designation of approximately 1,440 
departmental positions, 23 positions in the U.S. delegation to the United Nations, 
and about 2,250 overseas positions for staffing by the Foreign Service Officer 
Corps. Clarifying interpretations of or revisions in these criteria developed by 
you in their application to specific positions should not be unduly restrictive but 
should be directed toward the objective of staffing as many officer type positions 
involved in foreign affairs as practical by the Foreign Service Officer Corps. Pro- 
vision should be made for appropriate review and revision of designations on 
a continuing basis. 

To the extent necessary, please work with the Civil Service Commission in 
developing solutions to problems relating to the designation and staffing of de- 
partmental Foreign Service positions. Also, please explore the extent to which 
revised legislation may be necessary to establish this program on a permanent 
basis, and assure the development of such legislation. 

Other related instructions being simultaneously transmitted by you will outline 
the procedures by which present. incumbents—such as Civil Service, Reserve or 
Staff officers—will be encouraged to transfer to the Foreign Service officer category 
as quickly as possible if their positions are among those designated for staffing 
on a Foreign Service basis. 

Joun Foster DvuLLzs. 
Enclosure: As stated. 
(IIA-1) Revised June 2, 1954. 
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CRITERIA FOR DETERMINATION OF APPROPRIATE PERSONNEL CATEGORIES 
A, FOREIGN SERVICE OFFICERS 


All positions in the United States and at Foreign Service posts abroad will 
be designated for staffing from the Foreign Service officer category if they are: 

1. Middle-grade or senior positions for which a need and reasonable opportunity 
exists for interchangeability between the United States and abroad in the same or 
closely related fields of activity; and junior level positions which logically lead to 
such middle-grade or senior positions; and, are 

2. Concerned with; 

(a) The conduct, observation or analysis of foreign affairs, including the 
specialized aspects thereof: 

(b) The relations between the U.S. Government and the interests and 
welfare of U.S. citizens abroad; or between the U.S. Government and foreign 
nationals; or, 

(c) The executive management of or administrative responsibility for the 
overseas operations of the Department and the Foreign Service (but not 
including clerical tasks). : 


B. FOREIGN SERVICE STAFF 


All American positions at Foreign Service posts abroad not falling into the FSO 
(or FSR) category will be designated for the Staff Corps. These will include 
secretarial, stenographic, clerical, custodial, and lower- or middle-grade technical 
positions. Staff Corps employees may be assigned—normally on a limited 
basis—to the Department for training or in positions directly relating to their 
regular duties abroad. 

C. FOREIGN SERVICE RESERVE 


The Foreign Service Reserve Corps will continue as now provided by statute. 
It has been recommended, however, that existing legislation be amended to 
permit the lateral entry of any qualified Government employee (including those 
outside the Department of State and the Foreign Service) with total Government 
service of 4 years—3 years, if over 31 years of age. The reserve category will 
then be maintained for the appointment of temporary specialists; as a transitory 
vehicle for the appointment of departmental and staff personnel before they enter 
the FSO category; and to accommodate those who lack the required years of 
service for lateral entry. 


D. CIVIL SERVICE EMPLOYEES 


All positions in the United States not designated for staffing y the Foreign 
Service will be filled by civil service employees. 

Included in the civil service category will be those positions which require a 
particular knowledge of the techniques and procedures involved in the conduct 
of departmental business at home, and those in which continuity of performance 
is of overriding importance. Civil service staffing is thus to be considered for 
highly specialized departmental positions for which Foreign Service experience or 
interchangeability is not indicated. 

Some of these positions may also be filled, however, by Foreign Service personnel 
who require “headquarters’’ experience or ‘‘re-Americanization” that cannot 
otherwise be provided through normal rotation in positions regularly earmarked 
for Foreign Service staffing. 

Departmental positions in the clerical, stenographic, and custodial fields will be 
filled by civil service employees. 
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Appenpix IV-A 


Summary by area (officer-type positions) 























FSO positions Non-FSO positions 
Area De-desig- 
nations 
Aug. 1, Aug. 31, Proposal Aug. 31, 
1954 ! 1959 1959 2 
S3 37 97 16 92 4 
Fitba o6vineh haste sep asids 13 29 16 a 
Bind wsck Sahn apeninat wdswcsdinay * cbsduslstiusbs lsbbibn Bid. Sees ae 61 OR E, hcuses --- 
ee ee ee Oe ee Pr 3 Bi cdmises 4 
Asis» Midadiees. GL, A, ol Be tes setecsenns Oe ek Ba 
NEA.. 83 We Ba -eit6 5S: 2 1 
ARA... 55 Ge tectasuwn arse 8 4 
BE aba teduinidh te ees tae 142 134 1 12 4 
FE. 64 Te fo ze... Z 5 1 
Pisses 69 23 453 82 47 
CU $130 SUP 1 .ti deus 35 7 
IES..... 130 Dt Aa nnwdbvesens 10 7 
Other. «~<a S se eee ees til <ceude< 25 
a 113 143 27 30 12 
Be sae east 86 81 27 36 10 
UU INaiS. oi R ese 16 Beet . Sec. eae 15 
TR ot rincnd eb unnaeediby 343 267 79 239 127 
SCA. 8 8 106 12 1 
sY_- 58 Bt Eden ntnaee 135 26 
scs. 32 18 |. 3 2 
MC 10 9 4 1 
We sssire 23 OO Bib Sade isin 10 2 
(GE Dino} cco Sirnetinitdh + chiro 108 
ORM : _, § eee, . © Tae... re 
A 4. oa 35 32 17 70 7 
OP bn hacoasinn 31 24 $171 235 13 
OB. 23 24 67 ll 3 
OF 25 2 Lsttip ane Pan 30 2 
PER 48 78 106 142 10 
Total__- 1,450 1, 523 7530 1, 453 284 





1 Occupied positions only. 
? Budgeted positions. 

3 Consolidated. 

4 Includes IES. 

SITIES 


¢ Excludes 126 service-type positions. 
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Appenpix IV-B 


Summary by area occupancy of officer-type positions (GS-7 and above) 













FSO Incumbents Non-FSO Incumbents 
positions positions 
Area as of as of 
Aug. 31, | FSO} FSR| FSS| CS | Va- | Aug. 31, | FSO|}FSR/| FSS; CS | Va- 
1959 cant 1959 cant 





BO Mncend cee 97 57 22 7 
FOdancah< etantbee 29 at” ee ES 3 8 
) PPA) SER ee eS ee Le 1 
Fon ee eh tec ee eek Pee dae ele cce tee ge Riicenbestecd hac c ll deece 
AF...- L 37 30 3 See, OR eee EB Boeat 
NBA . tras asx 73 OTF BiG is 7 Bic 2 Paw. Bela e 
AR A vchaows«gs cum 69 BD de ewccaheai bay ll 6 1 
3} es 134} 101 18 MT RRs Benen talenicd Baie 
pee Se 79 oy} :4-:* 7 4 1 
RE 28 12 8 1 3 
OU.«-)- ake 173 66 75 16 2 
Dep eoeb eee ee 143 72 46 16 2 
Wu... ces -tyeke 81 46 13 mp eh a" Se E3255” ee aonee 
DOUN ecw 15 a) vObtesais 5 2 1 
Bee titi 267 156 58 33 ll 
SCA... 8 FP ooano-1eoas3= aise, o))0C CU. BE eee 
BY... pnts 22 PB owk Sy 7 3 5 
BOO. slbs~iscastus 18 OR asi. ikiat se 9 Sin) ose ees 1 eo Se 
BEC). oh eiB Hausman uv Ae ay eee ee 6 DB vee a i eae PEs er Pe Bee 
vo 45 Di ivercesiestule 28 3 1 
PRP toRS. Aes Ris (ess SRE S 6 
ORM... 14 4 7 Ch! RP —"S beseecie Fo 
Te Mla 32 21 4 6 2 
) og ee Sera 24 13 4 3 5 
ee: 24 Bifano sce 0 2 1 
) eee eee 24 10 0 3 oe 
PR ccitinseee 7 @@ ies... 5 10 2 

Total 1, 523 896 , 176 60 








1 Consolidated. 
21 from USIA. 
34 from USIA. 
411 from USIA, 


Appenpix V-A 


Dedesignation summary—Kinds of positions and basis for action 





Basis for dedesignation 


Highly 
Need for | technical 
Exclu- | continuit knowl- 
Kinds of positions sively and diffi- and 
depart- culty in abilities 
mental in | filling from | required— 
orienta- Foreign lack of 
tion Service counter- 


extremely with Total 
hig 


010 Information s OE ois tthe adr deieion 
080 Security administrator.......|...........- 
10D * POR Gees. dee 
131 International relations. -......}..........--. 
132 Intelligence research - -...-..- a ont 

ee ee et ; 
201 Personnel officer 
212 Placement officer 
221 Position classifier 
301 General administrative and 


341 Administrative assistant. - 
560 Budget administrator-__---.- 
1710 Educationist...............-.|... nate 4 taint» aiedh< tel thtneneare dal 


tor 
2020 Purchasing agent............]-...---.-.--]..--.---.--- eh. ibn Sade <n 
2132. Pamnem@er, CERT G6 ais 3055 sno locnnse- cndaw ine swesaspe~ hy, iy) oy {Ole ahtosepmelteetst- Seber 
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AppENpIx V-B 


Dedesignation summary—By areas and basis for action 





Basis for dedesignation 


Highly | Professional 
Need for technical | specializa- Unique 


Exclu- continuity knowl- tion with program 
Areas sively and diffi- | edges and | extremely with Total 
depart- culty in abilities high inherent 


mental in | filling from | required—j| academic | adminis- 
orienta- Foreign lack of qualifica- trative 


tion Service counter- tion re- problems 
parts quirements 
overseas 


4 
1 
2 





1 
6 
3 
5 
6 
1 
1 | 
8 
2 
1 
2 
1 
3 
2 
2 
1 





SII. 20d tRneutniesiacaie te 64 17 183 18 2 284 


AppEenpIx VI 


Foreign Service Crrcutar No. 265 


Marca 19, 1959. 


Subject: Written and oral examination for appointment as Foreign Service officer 
above class 8. 


1. Purpose of this circular 


This circular supersedes Foreign Service Circular No. 237 and amends the 
previous technical requirements for lateral appointment as Foreign Service officer 
to reflect a basic change of policy pursuant to which employees of the Department 
of State, its Foreign Service Reserve, or its Foreign Service Staff, may count service 
performed in a responsible position in any Federal Government agency, including 
the Armed Forces, for the purpose of complying with the statutory prior service 
requirement, whether such service was performed prior to March 1, 1955, or after 
that date. Aside from the amendments necessary to effect this change, this 
circular provides the same information as that set forth in Foreign Service Circular 
No. 237 with respect to the Department’s continuing program for the lateral 
appointment of Foreign Service officers under section 517 of the Foreign Service 
Act of 1946, as amended, and informs personnel appointed by the Secretary of 
State and under his administrative direction, of the eligibility requirements and 
related data. The continuing lateral entry program is not an extension of the 
integration program which was terminated on August 1, 1956. 

2. Purpose of the continuing lateral entry program 

It is the purpose of the continuing lateral entry program to permit the Depart- 
ment— 

(a) to obtain the services of outstanding persons whose qualifications are 
such that they can be expected to make a valuable contribution to the 
cRastirpende of the Foreign Service, when such services are determined to be 
needed; 

(b) to obtain the services of persons who possess the requisite knowledge 
or experience to enable the Foreign Service to perform specialized work of a 


continuing nature, when such services cannot be obtained through officers 
in the Service; and 
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(c) to provide an opportunity for Foreign Service Staff and departmental 
employees with the requisite abilities and qualifications to be appointed as 
Foreign Service officers whenever there is a manifest need therefor. 


3. Lateral entry to be determined on the basis of need 


The lateral entry program contemplates that appointments will be made only 
when a definite wed for additional Foreign Service officers is established. On 
the assumption that there will be no significant increase in the size of the Foreign 
Service officer category in the near future, and in consideration of the fact that 
the integration program has been completed, it is expected that the need for 
lateral appointments will not be large during the next few years. 

4. Who may apply 

4.1 Foreign Service Reserve and staff personnel, and departmental personnel 
who were appointed by the Secretary of State and are under his administrative 
direction, and other persons as authorized by section 517 of the Foreign Service 
Act of 1946, as amended, may file application for examination, subject to the 
requirements set forth in item 5 of this circular. 

4.2 Foreign Service Reserve and staff personnel, and departmental personnel, 
who were appointed by the Secretary of State after March 1, 1955, and whose 
applications for examination were rejected under Foreign Service Circular No. 
237 solely on the ground that they had completed less than 3 or 4 years of re- 
sponsible service in the Department of State or its Foreign Service, or both, may 
reapply under this circular if at the time of application they shall have completed 
3 years (4 years if under age 31) of service in a responsible position in a Federal 
Government agency, or agencies, including the Armed Forces of the United 
States. 


5. Technical requirements 


5.1 All applicants must have been citizens of the United States for at least 
10 years on the date of application and, if married, the spouse must be a citizen 
of the United States as of the same date. : 

5.2 On the date of application all applicants must be at least 28 years of age 
and must have attained an age equivalent at least to the average age, as of the 
preceding July 1, of the youngest 20 percent of the class for which considered. 

5.8 On the-date of application, the age of any applicant in relation to his total 
Federal service must permit him to serve the U.S. Government for at least 15 
years before age 60, including at least 7 years as a Foreign Service officer. 

5.4 All applicants must have completed at least 3 years of service (4 years if 
under age 31) in a position of responsibility in a Federal Government agency, or 
agencies. Such prior service must have been performed within an 8-year period 
next preceding the date of application, except that in the case of a Reserve officer 
whose appointment is not charged to the statutory quota the period of prior 
service must have been performed continuously and immediately preceding his 
appointment as a Foreign Service officer. For the purpose of this paragraph, a 
position of responsibility in the Foreign Service Reserve, the Foreign Service staff, 
or the Department of State, which is under the administrative direction of the 
Secretary of State, is defined as a GS, FSR, or FSS position above GS-8, FSR-8, 
or FSS-12, respectively. A position of responsibility in a Federal Government 
agency which is not under the administrative direction of the Secretary of State, 
or a position in the Armed Forces of the United States, is defined as a ition 
classified at GS-9 or above, or its equivalent, with duties and ee ities in 
any case which were similar or reasonably related to those of a Foreign Service 
officer in terms of knowledge, skills, and abilities. 

5.5 In support of the career principle of the Foreign Service, there will be no 
lateral entry above class 2 unless the applicant (1) has previously served as a 
Foreign Service officer of class 1 or as a career minister, or (2) is serving, at the 
time of application, under an appointment by the Secretary of State as a Foreign 
Service Reserve officer of class 1 and has served continuously in that capacity 
for 2 years out of a 4-year period of service in the Foreign Service Reserve. 


6. Legal limitations on the number of appointments 


Under section 517 of the Foreign Service Act of 1946, as amended, a total of 
not more than 175 persons may be appointed who were not employed on March 1, 
1955, in the Department of State, including Foreign Service Reserve and Foreign 
Service staff personnel, and who have not completed the required period of prior 
service in the Department or the Service, or both. This means that the number 
of persons appointed from other agencies of the Government, and the number of 
persons appointed from the Department of State and its Foreign Service who 
were employed therein after March 1, 1955 (except those who have completed 
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the required 3- or 4-year period of service as Reserve officers), is limited by exist- 
ing legislation to an aggregate total of 175. 


7. General qualification requirements 


The Board of Examiners for the Foreign Service will examine applicants to 
determine (a) whether their personal and professional qualifications compare 
favorably with the officers in the class for which they are being considered; (6) 
whether they are suited to meet the needs for which examined; and (c) whether 
their appointment will serve to strengthen the Foreign Service. Applicants must 
satisfy the Board of Examiners of their competence and representational capacity, 
their willingness to work in any field, and of their potential for growth in the 
Foreign Service. It is particularly important that the Board be convinced of 
the willingness of specialists to continue to serve in the area of their specialization. 


8. The examination 


8.1. General.—The examination for appointment will consist of three parts; 
namely, written, oral, and physical. 

The written examination.—The written examination will be based on the 
broad field of the applicant’s competence and will be designed to enable the Board 
of Examiners to judge his ability to organize his teadiite and to express them 
clearly and concisely in correct English. An applicant may be requested to su 
plement this part by presenting to the Board samples of his written work, pu 
lished or unpublished. 

8.3 The oral examination.—Each oral examination will be given by a panel of 
deputy examiners and will be conducted in the light of all available information 
concerning the applicant. 

8.4 The physical examination.— Applicants who pass the oral and written ex- 
aminations will be given a physical examination prior to the time of certification 
for appointment. The applicant’s physical condition will be evaluated in rela- 
tion to his age. No applicant will be appointed who is found to be disqualified 
for worldwide duty unless based upon the recommendation of the Board of Ex- 
aminers for the Foreign Service, a waiver of the requirement for medical clearance 
is made in accordance with the provisions of 1 FSM IV 687.3. 

8.5 Language qualification.—It is desirable that an applicant have a knowledge 
of a foreign language, and those possessing such knowledge will be given an oppor- 
tunity to demonstrate that fact. Language qualifications will be one of the fac- 
tors to be taken into consideration by the examiners. 


9. Selection for examination 


The Board of Examiners may schedule examinations from time to time as the 
needs of the Service may require. All valid applications on file at the time an 
examination is scheduled will be considered by the Board of Examiners, which 
will then determine which applicants are to be examined. No applicant will be 
considered to have a right to examination in the absence of designation for such 
by the Board. If an applicant is not called for examination within 2 years of the 
date of his application, or if he is not certified for appointment to the Office of 
Personnel as a successful candidate following his examination, his candidacy will 
be considered terminated. He may, however, reapply by filing a new application. 


10. Certification for appointment 


After the completion of the examination of designated candidates for a given 
area of competence or specialization and class level, successful candidates will be 
certified to the Office of Personnel for appointment. The number of candidates 
certified will not exceed the requirements of the Service in any eategory or class. 
The certification of any candidate for appointment will be made only upon the 
completion of a satisfactory security investigation in his case. 


11. Findings of panels of deputy eraminers 


Determinations of duly constituted panels of deputy examiners are final, unless 
modified by specific action by the Board of Examiners for the Foreign Service. 
12. How to apply 

Applicants should complete one copy of standard form 57 (application for Fed- 
eral employment) and one copy of form DSP-34 (supplement to standard form 57) 
and forward them to the Board of Examiners for the Foreign Service, Washington, 
D.C. Incomplete applications will be returned to the applicant. Applications 
will be accepted at any time until further notice. 

13. Foreign Service Manual amendment 


The Foreign Service Manual will be amended to incorporate applicable provi- 
sions of this circular. 
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B. REPORT ON ATTITUDES OF DEPARTMENT OF STATE EMPLOYEES (IN- 
CLUDING BOTH FOREIGN SERVICE AND Civit SERVICE EMPLOYEES) 


t 
hs SHORTLY AFTER THE CONCLUSION OF THE SO-CALLED WRISTON 
(b) INTEGRATION PROGRAM. 
er 
ist 1. SUMMARY REPORT ON DEPARTMENTAL EMPLOYEE OPINION SURVEY, 
me DEPARTMENT OF STATE// 
of 
ym. 
A. Introduction 
tS ; 
When the Wwriston program was concluded, it became apparent that 
he the Department should take stock of its over-all personnel program. 
rd The first step was the Foreign Service Staff Corps Study leading to 
m the development of a new program for that branch of the Service 
PE which would be consistent with its continuing function. The Office 
of Personnel was then requested to plan a similar study of the 

of Department's domestic personnel program with a view toward improving 

yn the status and career potential of its corps of |:,200 civil servants. 

X- Plans for the Departmental study, to be undertaken on comple- 

on tion of the implementation of the Foreign Service Staff Corps program, 

d provided for a review and reassessment of all programs, policies, and 

“ practices applicable to Civil Service personnel and to Foreign Service 

mt personnel serving in the Department under the rotational. assignment 
system, The project was discussed and favorably received at the A 

re area Assistant Secretary's Planned Group Conference on Civil Service 

r- Personnel ijanagement, a group comprised of the A area Deputy Assistant 

C- Secretaries, PR vivision Chiefs and the Executive Directors of the 
regional and functional bureaus. It was the consensus of the group 
that a proposed Departmental Smployee Opinion Survey would be the 

1. logical point of departure for the Departmental personnel study. 

D 

h B. Purpose of the Smployee Opinion Survey 

e 

h The objectives of the Opinion Survey were: 

le 

a 1. To obtain data for appraising the effectiveness of 

: current Departmental personnel programs, policies, 

: and practices; 

n 2. To identify the source and degree of employee dis- 

e satisfaction; 

Ss 

‘ 3. To formlate suggested improvements in the domestic 

; personnel programs and personnel management practices 

generally based upon factual findings; 
8 4. To provide a means by which employees could commnicate 
i f their opinions, attitudes, ideas, and suggestions for 
4 bianagement's consideration, thus meeting a Civil Service 
2 
; v Prepared by Bertha W. Beaton, Office of Personnel, Department of 


State, February 1960. 
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Comission recommendation for employee participation 


in the development of policy affecting their work 
and welfare; and 


5. To strengthen confidence on the part of Civil Service 


personnel in Management's continuing interest in their 
welfare, 


Opinion Survey Procedures 


A multiple-choice-answer opinion questionnaire was developed 
and distributed to approximately 6,000 Civil Service and Foreign 
Service employees in the Department and in the United States field 
offices, The participants were not asked to identify the bureau 
or office to which attached or to sign the questionnaire. The 
questionnaires were returned in sealed envelopes to the Personnel 
Projects Staff for analysis. An IBM tabulation was made of all 
multiple choice answers, All narrative comment was analyzed and 
is reflected in this report. A graphic presentation of the results 
of the Survey was developed which reflects the opinions of officer 
and clerical personnel serving in the Department by personnel cate- 
gories; i.e., Civil Service, Foreign Service, and Wage Board. 


Scope of Survey Participation 


Questionnaires were returned by 1,630 domestic and 627 Foreign 
Service personnel; a total of 2,257 or 37.5% of the Department's 
population, The participants included 59.8% Civil Service and 
Foreign Service officer-level personnel, 31.8; clerical, 0.6% Wage 
Board, and 7.8% whose GS grade or FS class was not stated. In : 
round figures, 5% of the officer level personnel and 12% of the 
clerical employees were in a supervisory capacity. Participation 
by (1) men and women, and (2) Civil Service and Foreign Service 
officer level nersonnel within their respective populations was 
almost identical. Civil Service clericel participetion slightly 
exceeded that of the Foreign Service. Narrative comments were 
contributed by 26.74 of the participants. 


Profile of Survey Results 
1. iiorale ; 
liorale was described as "good" to "very good" by 75. i 


of the participants. It was highest in the Foreign Service 
officer group, followed by Wage Board personnel and the 
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Civil Service officer group respectively. It was significantly 
lower in both of the clerical groups. Generally speaking, the 
majority of participants regarded the Department as a desirable 
place to work; were neutral to well-satisfied with their jobs; 
considered their work to be fairly to very important; considered 
their supervision fairly to very good, and had good working 
relationships with their co-workers. Sixty percent (60%) of the 
Civil Service and eighty-five percent (85%) of the Foreign Service 
officer groups planned a lifetime career with the Department, 
whereas only about 1;0% of the clerical participants planned to 

do so. Fifty percent (50%) of the Civil Service and Wage Board 
participants indicated that they would recommend employment with 
the Department of State as Civil Service employees without any 
reservations, whereas only forty-two percent (l:2%) of the Foreign 
Service officer group and thirty-seven percent (37%) of the FSS 
clerical employees were so disposed, 


Aside from the Integration Program, complaints of both Civil 
Service and Foreign Service officer groups included: heavy work- 
loads, work pressures, too many deadlines, bureaucratic red-tape, 
multiplicity of reviews and clearances, drafting frustrations, 
lack of clear policies on many facets of work, inadequate commni- 
cation with superiors on current or anticipated plans and problems, 
and lack of authority to do work for which responsible, Foreign 
Service officers also commented upon the monotony of work, 
unfamiliarity with work to which assigned, inadequate utiliza- 
tion of skills, and expense of Washington assignments, 


Clerical dissatisfactions included working conditions, 
inadequate use of skills, education or experience, lack of set 
procedural patterns, poor quality of equipment and supplies, 
too much or not enough work, uncompensated overtime, supervisory 
relationships, and lack of promotional opportunity, 


Integration 

The Integration Program was believed to have seriously 
impaired the career opportunities of domestic personnel by 37. 
of the Civil Service officer-level participants, 17% of the 
clerical and 10% of the Wage Board participants. 


Over 90% of all participants believed that Civil Service 
and Foreign Service personnel work fairly to very well together 
as a team, and approximately one-half of them had no preference 
for either Civil or Foreign Service supervision. On the other 
hand, only about 5% of the Civil Service participants, 21% of 
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the Foreign Service officers and 10% of the FSS clerical 
participants believed that Foreign Service supervisors and 
officials had a real interest in the problems affecting 
Civil Service personnel. 


Questions pertaining to the designation of positions 
were not included in the questionnaire, Narrative comment, 
however, by both Civil and Foreign Service officers stressed 
the need for a basic review of position designations in the 
domestic service and rotational assignment practices, 
especially in the specialized functional areas, 


Financial and Job Status 


Aporoximately 35% of the Civil Service officer-level, 
51% of the clerical, and 21% of the Wage Board participants 
were fairly to very dissatisfied with their salaries. (This 
situation, in all likelihood, has been at least partially 
alleviated as e result of the substantial retroactive pay 
increase which was enacted by Congress in June, 1958.) 
About one-half of the Civil Service and Wage Board partici- 
pants did not believe the grades (position allocations) were 
right for the required duties or that they compared favor- 
ably with the grades of others performing the same or similar 
duties in the same office or division, or in other Federal 
agencies, Some 15% had not seen their job descriptions, and 
another 16% did not think their duties had been described 
accurately in their job descriptions, 


Vorking Conditions 


Office space was considered adequate by 68% of all 
participants. Physical working conditions; i.e., light, 
heat, and ventilation were considered good by one-half 
of the participants. Other complaints included inadequate 
nuaber of typewriters, dictaphones, reproduction equipment, 
and computing machines; inferior quality of paper, pencils, 
ink, ink eradicator and typewriter ribbons, poor condition 
of desks and chairs, and inadequacy of messenger service, 


Although supervision was described as "good" to "ve 
good" by 864 of the participants, only 33% thought their offices 
were better than "fairly well run", and 94% believed that the 
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that the supervisory skills of supervisors should be rated. 
The analysis of related questions revealed supervisory 
deficiencies in varying degrees which included: insuffi- 
cient supplies and equipment to do good works; favoritism; 
delays in work of employees because of inaccessibility of 
supervisors, and the failure of supervisors to (a) give 
adequate instruction when assigning new work, (b) ade- 
quately explain how they want work done, (c) adequately 
explain how employee's work fits in with related work per- 
formed by others in the immediate or other offices, (a) 
discuss contemplated changes affecting employees with them 
before such changes are made, (e) adequately discuss per- 
formance weaknesses or suggest ways to improve their per- 
formance either during the rating year or when giving the 
annual efficiency rating, (f) give erployees credit for 
their work or ideas, (g) commend good work, and (h) utilize 
or encourage the use of the Incentive Award Program. 


Training 


The majority of all participants believed that more 
training would enable them to do better work and to im- 
prove their chances of promotion. One-third of the Civil 
Service, approximately one-fourth of the Foreign Service, 
and one-seventh of the ‘Jage Board participants specified 
the need for training in skills related to their work. 
A somewhat lesser number specified training in Departmental 
administrative operations, policies, regulations, and pro- 
cedures. Other training needs of Civil Cervice uid Poreign 
Service officer participants included: (1) a broad indoc- 
trination in the Department's functions, activities, in- 
ternal and inter-agency relationships, (2) better orientation 
on the entire intelligence mechanism and its relationship 
to the country desks, (3) a program for consultation with 
other agencies in the same policy fields, (lk) executive 
management, and (5) preparation of efficiency reports. Civil 
Service officers included graduate work in specialized fields, 
war college, and language and area training. Foreign Service 
officers included training in the Departmental drafting 
techniques, more particularly as they relate to the prepara- 
tion of staff papers, Congressional correspondence, and 
briefing papers, as well as guidance on Congressional hear- 
ings. Clerical training needs included stenography, prepa- 
ration of correspondence, techniques of supervision, an 
intern training program, a rotational assignment program, 
and under graduate work. 
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Civil Service Performance Rating System 


About 50% of the officer participants and over 60% of 
the clerical and Wage Board participants considered the 
Civil Service performance rating system to be "fairly 
good", The Foreign Service system was considered more 
useful by 33% of the Civil Service officers and 69% of ' 
the Foreign Service officers. Except for a nominal number, 
the other participants were not sufficiently familiar with 
either one or the other of the systems to formulate an 
opinion as to their relative usefulness. Two thirds of 
all participants, however, expressed a preference for four 
rather than the present three adjective ratings; i.e., out- 
standing, superior, satisfactory, and unsatisfactory. 
Narrative comment also indicated that supervisors are more 
inclined to give "satisfactory" ratings than to t ake the 
time or make the effort to weigh the relative merits of 4 
performance and to prepare a justification for an "out- ' 
standing" rating under existing procedures. 


Civil Service Promotion System 


Two-thirds of the domestic participants believed their 
chances of promotion were "fairly poor" to "none". 


Certain improvements in the system were put into effect 
and announced in December, 1958 which may alleviate this 
situation. The improvements included some but not all of 
the feautres favored by the majority of the survey partici- 
pants. The most significant feature which the present 
system does not provide is the publicizing of vacancies and 
requisite basic qualifications which was favored by the 
vast majority of the participants. 


Attitudes of the participants pertaining to the pro- - 
motion system which suggest the need for serious consid- ; 
eration and corrective action are summarized herewith. A 
substantial percentage of the participants believed that 
promotions of Civil Service personnel were "occasionally" 
to "frequently unfair", and that the Office of Personnel 
did not consider all Civil Service personnel for promotions 
for which they were qualified. Approximately one-third of 
all participants believed they could best achiéve career t 
advancement by either "knowing the right people" or "luck". 
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Reduction-in-Force 


One-half of the Civil Service officers and a substantially 
lower percentage of the other categories considered the Civil 
Service reduction-in-force procedures fair and equitable. The 
remainder, for the most part, were either unfamiliar with them 
or did not understand then. 


Employee Relations 


All officer-level and Foreign Service clerical personnel 
believed that equal treatment was usurlly accorded employees 
of all races, religions, and nationalities, whereas 21% of 
the Civil Service clerical and 43% of the Wage Board employees 
indicated significant discrimination. 


Use of the Incentive Award Program was encouraged by the 
supervisors of only one-third of the participants. 


For the most part, the activities of the Recreational 
Association were considered adequate; however, 10% of the 
officer categories and approximately 25% of the clerical and 
Wage Board employees stated that a variety of additional activities 
would be desirable. 


The grievance counseling services of the Office of Per- 
sonnel were utilized by approximately 12% of all participants; 
were considered reasonably effective by 10%, and "somewhat" to 
"very ineffective" by 10% of the participants. 


Approximately 80% of the participants believed more in- 
formation on personnel programs, policies, and regulations 
(including the reasons therefor) should be published in the 
Departmental Employee Bulletin. 


Periodic employee opinion surveys were favored by 97% of 
all participants (provided action were taken on the results) 
as a means of evaluating the adequacy and effectiveness of 
personnel programs, policies, and practices. 


Although employee union membership was nominal, 31% of 
the participants favored union consultation and negotiation 
on personnel policies and grievances, and 50% were undecided. 


Considerable dissatisfaction was expressed in the narrative 
comment with the alleged (1) lack of professional experience or 
training of many of the office, division, and area adminis- 
trative officers in administrative and personnel procedures 
and more particularly in personnel relations, (2) autonomy 
exercised by administrative officers in the performance of 
their duties, and (3) failure of central authority to enforce 
uniformity among administrative officers throughout the De- 
partment in carrying out established programs, policies and 
procedures. 
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2. PROFILE OF DEPARTMENTAL EMPLOYEE OPINION ON PERSONNEL 
PROGRAMS, POLICIES, AND PRACTICES, 


DEPARTMENT OF STATE™ 


Explanation of Symbols 


T - Total of all answers received unless otherwise specified. 

CSO - Civil Service officers and other domestic personnel, grades GS-7 and higher 
or their eouivalent; 5G, "ES". 

CSC - Civil Service clerical and other domestic personnel, grades GS-1 through GS-6 
or their equivalent. 

WP - Wage Board personnel. 

FSO = FSO's, FSR's,-and FSS' in classes 1 through 9. 

FSC - FSS clerical personnel clesses 10 and lower. 

* = Questions which Foreign Service personnel were requested not to answer. 


Civil Service and Foreign Service Staff (FSS) personnel have been ‘ii vided 
into officer end clerical categories on the basis of the Integration Pro- 
gram criteria and salery for comparability ‘with the FOO and FSS categories. 


All percentazes are based on number of personnel in each category who are 
swered the question. "No Answers" to any cuestion were under 2% of cate- 
gory particivants; therefore have been excluded. 


"Total" columns reflect answers of those who failed to indicete GS grade 
or FS class. 


Departmental Foreign Service population includes -983 FSO's assigned to 
funded Depertmental positions, and all FSR and FSS personnel assi.ned to 
the Depertment, inclucing the special comolements. 


SCOPE OF SURV.Y PARTICIPATION 


tT C csc pons’ we so rsc__ rscysl/ 
Depertmentel Population 
as of April 1, 1958 6028 1966 2187 --« 177 =: 11273 3L5 - = 
Survey Participation 2257 812 676 126 1b 525 ul 61 


Percentage of Category 
Population Participating 37.5% 1.3% 30.9% 2.1% 8.02 1.3% 11.9% 


3.7% 


1/ Domestic (GS,S,) Grade or FS Cless not stated on questionnaire. 
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A. AGENCY AFFILIATION 


cSO : 
le Tou de do _enployces de describe | we ir ove re noeals Per how Ter tee — their 





Very good a.% 21.1% 13.8% 15.5% 3u.L% 21.9% 
Good 52.6 She7 52.8 61.5 L9.0 3626 
Poor a/ 19:7 19.0 2b.0 23,0 lbe2 3606 
Very poor a/ 6,0 Sel Fel ---- 2.3 5.0 


2. How do employees regard the Department of State generally as a »lace to work? 


Like it very much 5L.2% 64.3% 53.1% 65.0% 43.5% Wi. 2% 
Like it fairly well 34.9 29.9 37.7 21.0 39els 26.8 
Dislike it somewhat 8.7 Lol 6.9 7.0 1h.3 3hs2 
Dislike it very much 222 1.4 2.3 7.0 2.8 4.8 


3. Do employees consider their work in the Denartment important? 


Fairly important 49.3 50.2 . 5.9 7o7? «5365S 5865 
Fairly unimportant 12.2 6.2 11.8 wo-- 20.8 9.8 
Very unimportant 2.6 0.6 3.1 ---- 3.4 12.2 


4. How long have participating employees been with State Department? 


Less than 1 year 10.8% 2.7% 1heT 7.1% 7o35 hi.5% 
1-3 years 20.9 10.4 33.9 28.6 19.8 12.2 
l=-6 years 9.3 9.3 13.3 ar 5.7 2.4 
7-10 years 22.1 26.9 17.9 1L.3 ---- ---- 
11-15 years 25.1 3L.9 15.5 42.9 26.7 9.8 
16-19 years 6.7 8.7 302 Tol 9.6 20k 
20 or more years Sel Pel. 1.5 ---- 8.1 = 


S. Do employees plan a lifetime career with the Department of State? 


Yes 57.3% 80.2% 36.68 78.6% me s 39.0% 
Undecided 15.1 12.6 2.2 1.3 4.5 
Not if can find as good 

a job elsewhere 2.8 3.2 302 ---- 1e7 o--- 


Not if can find a job 
elsewhere offering better 


career opportunity 18.8 19.4 30.1 Tel lied 73 

No b/ 6.0 be6 1002 mmm n3 1 
6. Would employees advise friends or relatives to seek employment with the 

Denartrent of State as Civil Service employees? 

Yes 49.8% 50.0% 56.u¢ 85.8% 42.1% 371% 

Not if they have strong 

career ambitions 36.1 34.9 5.4 vo 38.5 37.1 

No 1h.1 15.0 8.2 Tel 19.4 25.8 


a/ Includes those who indicated "good" or "very good" but "poor" or "very poor" 
on one or more of the svecific factors; e.g. supervision, working conditions, 
promotion on :ortunities, etc. 


b/ Includes those contemplating early voluntary and mandatory retireent. 
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By Sex 
T 

Male > 
Female 8.7 
By Age 

Under 21 2.8% 
21-29 years 20.4 
30-29 years 3202 
LO-L9 years 28.5 
50-59 years 13.0 
60 ard older 3.1 


By Kind of Work 


Executive 8 
Staff 5.7 
foreign Affairs 7.9 
Public Affairs; 4.3 
Info, & Cultural 
Intelligence 10.1 
Research 


Economic 3ei 
Affairs 
Co..sular 202 
Affairs 


Education 28 
Admin. and Of- 23,9 
fice Services 
Steno=Secre- - 1l.k 
tarial 

General Clere 11,3 
ical & Typing 

-Not stated 3.1 


By Byreau or Office 





ARA 1.6 
EUR 2.7 
FE 1.7 
NA 2.0 
AF 6 
Io 1.6 
E 4.0 
rer 5.6 
Budget & Fiscal 2,6 
OR 9,8 
SCA 9.0 
FBO ol 
P 6.1 
L 1.4 
IR 23 
Other 9.5 
Not stated 27.0 
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Very Good ee i 
owt Foreign Civil Foreign Civil Foreign Civil Freign 


Serv, Serv. Serv. Serv. 
To.% 35006 SU. Lleoe 
18.1 22.0 48.0 
2.k% Seoee --<< 
lusS 31614 5.5% 
15.1 3.9 Lue? 
18.6 36. 48.6 
21.1 36.0 Su.0 
36.4 42.9 2.9 
32.43 50.9% 43.5% 
21.6 48.0 36.0 
15.9 26.6 50.5 
24.6 . 40.0 44.0 
lu.l ©2008 53.4 
18.6 28.9 5563 
71 Wel 42.9 
27-3 16.6 16.6 
17.3. 26.1 5562 
18.4 20.9 Lhe2 
Mok «2362 38.5 
21.7 41.7 50.0 
18,9%. 47.5% 38.0% 
10.0 37.1 51.4 
13.3 43.5 56.5 
23.6 54.8 u1.9 
40,0 LL.5 33.3 
205 37.5 43.7 
17.6 2.5 54.2 
21.2 54.8 35.7 
8.7 15.4 69.2 
22.3. . 29.2 33.3 
Ghee See 46.2 
33.3 es 100.0 
19.2: 32.3 45.2 
23.3 === 100.0 
12.3 21.6 She2 
15.4 35.0 ‘ 42.5 
16.1 28,1 49.0 


Poor Very Poor 
Serv. Serv. serv 
22 ele On 2a 
20.3 26.0 309 
16.15 ---- ---- 
22.8 19.7% 307% 
et aoe e 
23-7 1367 1.7 
15.5 10.0 ---- 
21.8 lbe2 os 
12.7%  Ul.6% 1.0% 

9.5 1b.0 2.0 
18.2 17.6 33 
17.5 » 16.0 ---- 
27.3 -21.9 369 
18.5 13.2 2.6 
21.4 42.9 po 
ew--- 50,2 16.6 
2h.3 1h.6 2el 
13.2 We2 le? 
2765 2668 11.5 
24.0 8.3 sal 
43.7 1b.5% pelo ies 
15.0 «6 2.94 
20.1 === oenanes 
14.3 3.3 o--- 
“=== 22.2 ---- 
12.5 12.5 6.3 
23.5 11.3 3,0 
11.8 Tel 2.4 

Tek = 6152h emai 
19-7 §=3363 4.2 
17.1 30.8 3.8 
ll,1l eee nowe 
17.3 16.1 6.4 
2.0 wae eons 
25-6 1962 5.0 
24.6 20.0 2.5 
2266 20.7 2.2 
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INTEGRATED CS - FS DEPARTMENTAL SERVICE 


Dee ee 


What_is the scope of Civil Service and Foreign Service supervision? 


Employees under Civil 60.8% 66.3% 77.3% 100.0% 29.5% 55.0% 
Service supervisors 
Employees under Foreign 39.2 33.7 22.7 -aeee 70.5 45.0 


Service supervisors 


How many Civil Service employees have had one or more tours of duty abroad 
in the Foreign Service? j 


No overseas service 92.64 90.0% 95.9% 92.3% * * 
One or more tours of duty 7.1 10.0 h.1 7.7 * * 

Do employees think Foreign Service and Civil Service personnel work well 
together as a team 

Very well . 64.2% 59.8% 62.6% 75.0% 72.6% 68.3% 
Fairly well 30.6 32.1 33.0 25.0 24.8 29.3 
Rather poorly 4.3 7.1 3-3. swene ret 2.4 
Very poorly 0.9 1.0 a 0.5 ---- 


Do employees believe Foreign Service officials and supervisors are inter- 
estea_ in problems affecting Civil Service personnel? 


Very interested 8.9%. lished 5.2%  -aene 21.2% 9.8% 
Somewhat interested 22.8 19.8 15.5 25.0 37.6 14.6 
Don't know™ 50.2. 9.7 58.7 66.7 37.1 61.0 
No 18.1. @a 20.6 8.3 hel 14.6 


Do employees have a preference for Civil Service or Foreign Service super- 
visors? 


No 52.4% 51.0% 60.0% 50.068 hh.5% 48.7% 
Yes - Civil Service 28.5 4363. 32.4 2.9 2.3 2.6 
Yes - Foreign Service 19.1 5.7 7.6 7.1 53.2 48.7 
To what extent do Civil Service employees believe the Integration (Wriston) 
Program has impaired their opportunities for advancement? 

Very little if any 6.1% 36.8% 59.32 80.0 * * 
Somewhat 25.0 26.3 23.6 10.0 a * 
Very mich 28.9. 36.9 17.1 10.0 + * 
SATISFACTION 

How well satisfied are employees with their present jobs? 

Very well satisfied 2.2% 27.5% 16.9% 50.08 26.9% 2h.k% 
fairly well satisfied _ 40.7 43.2 40.3 28.6 LO. 2 2h. 
Neither satisfied 

nor dissatisfied 10.9 8.8 33.3 14.3 9.8 9.8 
Somewhat dissatisfied 17.9 15.9 20.5 7.1 16.3 37.6 
Very dissatisfied 6.3 4.6 9.0 ----- 4.8 9.8 


































26 


b. 


Do employees have e:ouzh work? 
——4 Le 


T 
More than enough LoOr 
All the time 26. 
Most of the time 19,2 
Part of the time 4.9 
Almost never 06 


cso 
oT. Te 
26.4 
13.0 
2.6 
3 
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WB 
L612 
0.8 
23.1 


Which characteristics of their jobs do emloyees LIKE most? 


Kind of work 22.78 
Variety of work 17.6 
Opportunity to learn 17.4 
new or more resp, work 

Work can do best 11.9 
Feeling of accomplishment 8,2 
Co-workers Sol 
Supervisor 302 
Opportunity to meet people 2,8 
Opportunity to direct 204 
others 

A combination of above 8.L 


characteristics 


Which characteristics of their jobs do employces DISLIKE most? 


Too many, deadlines 16.7% 
Yo ovportunity to make 13.0 
decisions 

Work too confining 10,0 


Wo opcortunity to do work 9,3 
can do best 
Work accommlishes little 5.7 


Lack of variety of work 5.4 
No opportunity to direct 3.6 
work of others 

Supervisor 3.1 
Kind of work 3.0 
Co-workers 9 
A combination of abdéve 29.4 


features 


0.9% 
15.6 
10.3 


17.1 


20. 
12.5 


7.9 
5.3 


4.0 
he2 
3-2 


4.0 
1d 


6 
36.5 


15.7% 
2hek 
18.3 


15 oli 
11.6 


1365 
16.3 


4.6 


1h.3% 
a.s 
28.5 


Tel 
4.3 


mee 


14.3 


27.2% 
18.2 


91 


9.1 


9.1 
9.1 
6.2 


1 


13.5% 
17.1 


7.5 
5.4 


8h 
4.7 
4.2 


2.1 
5.6 


31.5 


eT 
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D. FINANCIAL /ND JOB STaTUS 

















: 1. re Civil Service employees satisfied with their salaries a/? 
i T cso CSS WB F30 FSC 
5 Very well satisfied 5.0% 5.0% i) Sy # * 
3 Fairly well satisfied 33.8 37.9 29.3 28.6 * + 
9 Neither satisfied nor 
dissatisfied 14.6 12.° 16.0 21.b * * 
Feirly cissatisfied 22.8 21.9 24.2 21.4 
Very dissatisfied 19.8 13.6 27.2 --- 
024 
9 2. Do Civil Service loyees think their -redes and salrries are right for 
oh the reguired duties? 
we Yes 1.1% 50.8% 30.6% 2.7% * * 
- No 5£.9 9.2 69.4 57.3 # * 
8 
.6 3. Do Civil Service employees tiink their ¢craces ard saleries compare favorabl 
os with tios> of other performin: the same or similar cuties 
7 Yes 1.8% 55.7% 6.8% 50.08 +» * 
5 ‘ Nob/ 48,2 bh.3 53.2 50.0 * * 
lL. Do employees think their job descriptions accuretely describe their duties? 
Yes 66.5% 80.8% 56.7% 71% 63.3% 35.0% 
ot iaven't seen their job 
5 descriptions 15.2 5.0 15.3 --- 2h.2 52.5 
No 18.3 14,2 28.0 26.6 12.5 12.5 
23 ) 
26 
}e2 
62 a/ ‘Before enactment of general retroactive pay increese, June 28, 1958, 
03 e 
o/ “Reasons: ovhers in same office, division, bureau or other agencies performing 
—_ : same cuties at hicher grades, 
6 
26 
9 


aes 
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PHYSICAL WORKING COlDITIObS 


T cso CSC WB FSO FSC 

1. How do employees regard th« condition of their supplies and equipment? 

Good 77.9% 78 is 75.0% 2.9% 82.2% 85.0% 

Fair a/ 17.6 17.0 20,8 2.9 13.0 15.0 

Poor a/ eS heb 4.2 lye2 4.8 Pee 
2. Do employees consider their office space adequate? 

Yes 67 .8% 68.1% 67.7% 50.0% 67.3% T 

Too small We7s 316 TD 50.0 Ble Ahh 

Too large 0.5 0.3 a os 
3 Do employees consider their office lighting adequate? 

Yes 51.5% Sus L6eh% 571% 530% 41.0% 

Fair 02 3543 36.3 28.6 34.3 26.8 

Poor 3.3 10.3 17.3 14.3 11.8 12.2 
le Do employees consider their office heating adequate? 

Yes 52.7% 55.6% 7.9% 28.66 56.1% 2.7% 

Fair 28.7 28. 3.6 35.7 Tel 17,1 

Poor 16.6 16.0 25 eT 16 .5..  -12,2 


5» Do employees consider their office ventilation adequate? 


Yes 36.2% LO. 7% 30.3% 21 lit 39 hi 42.5% 
Fair 33.0 32.5 32.6 42.9 3367 22.5 
Poor 30.8 26.8 3701 3507 26.9 3520 
6. Do employees think their co-workers are friendly or unfriendly? 
lery friendly 76.9% 776% 70.34 G&e5% 8.7% 75.6% 
Somewhat friendly 2.0 20.6 26.2 38.5 Abed heh 
Somewhat unfriendly 1.5 1.0 2.6 ---- Ol ---- 
Very unfriendly 0.6 0.6 1,0 -=-- Ol -aee 


a/ Inadeouacies of Supplies and Equipment: 


a. Inadequate number of typewriters, dict-phones, reproduction equipment, 
computing machines, 


b. Hany typewriters antiquated and/or badly in need of repair, 


ce I:ferior quality of nencils, erasers, ink, ink eradicator, naper, and 
typewriter ribbons, 


d, Inadequate stock of supplies carried in division stockrooms and inordinate 
delays in filling individual office requisitions, 


ee Desks and chairs in poor condition (women stressed resulting hosiery expense). 
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E, SUPERVISION 


1. 


26 


36 


Le 


T cso CSC WB FSO FSC 
What is the scope of Civil Service and Foreign Service supervision? 


Employees under Civil 
Service supervisors 


60, 8% 66.3% 77.3% 100.0% 29.5% 55.0% 
Employees wider Foreign 
Service su ervisors 39 2 3367 22.7 wane 70.5 45.0 


Do emplo:;vees have a preference for Civil Service or Foreign Service super- 
visors . . : 


No 52.4 51.08 6.0% 50.0% Lh.5% 48.7% 
Yes - Civil ‘Service 28.5 43.3 32.4 2.9 2.3 226 
Yes = Foreign Service 19.1- 5.7 76. Tel 53.2 18.7 


How do employees recard the quality of their supervision? 


Very good hh.1% 39.8% 43 1% 35. 8% 43.5% 53.8% 
Good 2,3 ubo8 42.0 50,0 13.6 30.8 
Poor 11.0 12.1 10.1 Tel 10,8 7e7 
Very poor 2.6 3.3 he 8 Tel 2.1 Te 7 


Should the supervisory skills of their suvervisors be rated? 


Yes 93.9% 92.8% 0% 85.7% 9.0% _ 89.7% 
No 6,1. 72 5.0 1h.3 6.0 10.3 


How long have employees worked under their present suvervisors? 





Less than 3 months 11.3% 6.06 12.3% <--<= 15.7% 2.9% 
3 months to 1 year 3542 28.6 n.8 =o-- 46.9 AL,0 
1 to 3 years Hel 3603 36.9 35.7% 3367 ‘IM 


Over 3 years ° 16.) 29.1 19,0. &.3 36 7 ae 


How well do employees think their i-mediate offices are run? 


Very well 32.% 33.0% Bae 5% 50,04 ; 29.8% 41.5% 
Farly well 50.4 51.1 47 6 28.6 5u.5 3hel 
Rather poorly > SRS 11.9 8 12.2 b.3 12,8 16 
Very poorly . he2 4.0 5.0 Tok 2.9 9,8 
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SUPERV=S ION 


7. 


9. 


10, 


13. 


T C90_. _cSC_ _ MB FSO FSC 





Do exoloyees think time and leave controls are reasonably and fairly 
aduinistered in their offices? 


+ 
ee 


Yes 90, 8% 89.3% 90.6% 78.6% 93.ué 90.0% 
Too lenient 5.1 6.8 5.0 21.4 2.6 2.5 
Too strict hel 3.9 bel nam 4.0 7.5 
Do emlovees think favoritism is shown in their offices? 

Yes--to Civil Service 

personrel 30% 2.8% 5696 23.1% 2% 2.4% 
Yes--to Foreign Service ; 

personrel 4.2 6.0 309 meee 2.4 ---- 
Yes--others 10,4 12,8 13.0 23.1 326 7.3 
No 81.5 78.4 77.2 53.8 91.6 We3 
Are employees given work they think they should not be asked to do? 
Frequently 3.0% 2.5% be6S 1b.3% 1.5% 2.3% 
Sometimes ~ 33.0 34.1 3h 28.6 28.9 29.3 
Rarely 64,0 63.4 &,8 S71 69.6 2.7 


Do emoloyees DISLIKE doing work they think they shouldn't be asked to do or 


that is soreone else's responsibility? 


Yes 16.7% 17:33 16.7% 28.66 15.6% 19.5% 
Not especially 46.0 Lb.8 4,8 35.7 48.9 48.8 
No 37.3 37.9 38.5 3567 35.5 31.7 


How often do employees think their work is delayed because their suvervisors 
are not available or too biisy to consult, or to review, or aporove campleted 
work? 





Frequently 3 Ls 9.2% 6.02 14.3% 10.6% 5.0% 
Occasionally 28.4 30.9 22.6 Jel 34.6 22.0 


Yes 87% 87.1% 86.5% Nels 87.9% 97.9% 
No 12.6 12.9 13.5 23.6 12.1 2.5 
Do 


Do erployees think their supervisors or others take or receive credit for 
their work and/or ideas? 


a T oso CSC WB FSO FSC 
Usually Ge ae Ta 9.28 T5.L% 3.12 Ces 
Sometimes 27.6 32.4 25.8 38.4 24.1 23.1 


Rarely 66.2 62.0 65.0 46.2 72.8 1.8 
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Do s:ve~visors vraise cood work? 


—- 
Usually 3.1% 47.7% 4h.2% 356 % 56.8% 45.0% 
Some tines 31-9 30.8 33,0 2.9 29.9 3.0 
Rarely 20.0 2.5 22.8 21.4 13.3 25.0 


Do e-wloyess think supervisors adequately discuss their nerformance during 
the vating year and su,fest ways of immroving it? 





Yes 47.5% 52.8% Lu.2% 50.0% 45.5% 37.5% 
Sometines but not often Tel 4.3 91 14.3 6.7 15.6 

enough 

Do_sunervisors discuss changes affecting employees with them before they are 

made 

Usually 62.64 62.8% 58 let 64.3% 69.5% &,0% 
Some*imes 22.1 22.5 21.1 28.6 a9 22.5 

Rarely 15.3 lbe7 20.5 Tel 8.6 17.5 


Do supervisors adeguately exnlain how the work of individual 
(or units) fits in with related work within 
Department? 











Usually or not necessary 67.9% 73.0% 59.8% 71.5% 7.7% 63.u% 


Sometimes 19.9 17.8 2340 2.k 18.1 19.5 
Rarely 12.2 9.2 17k 7.1 Te2 17.1 
Do_ employees think they are given adequate iustruction when assigned new 
work? . 


Yes or didn't reed any L7.5% 51.8% «a7 CKD K—(isisi 
Some but not enough 39.6 3.1 42.8 28.6 42.6 29.23 
Wo instruction 12.9 13.1 9.6 Tel 15.1 2hek 


Do eployees think supervisors give adecuate information on how they want 
work Sout 


Usually 3 ~& 70. 8% 78. 7% Tllé 59. 82.9% 
sometimes 18.6 19.2 16.5 28.6 21.6 17.1 
R rely 7.8 10,0 4.8 cone 8.8 onal 


Do employees think their supervisors give them adequate opportunity to ex- 
plain e-rors? 
T 3 FS 
Usually Cs Ss Se site ee Kr WF 
727 26 


Sore times 9,0 8.5 10.3 7.1 
Rarely 4.5 4.9 5.6 14.3 1.7 5.0 


Do employers think their supervisors would object to their transfer to a 


better job elsewhere in the Jepartunent? 


Yes 7.64 5.7% 5.1% 14.3% 13.5% 12.5% 
Probably would 17.4 16.0 13.3 14.3 24.8 20.0 
Probably would not 36.3 38.5 33.0 28.6 37.7 32.5 
No 38.7 39.8 48.6 42.8 24.0 35.0 
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F, TRAINING 
tr cs csc WB FSO FSC 


eet es oe mT 


1. Do employees believe more training would help them do a better job or 
improve their chances for promotion? 


Yes 69.% 70.6% 681.34 50.0% 52.2% 73.2% 
No 30.1 29.b 18.7 50.0 47.8 26.8 


2, Training needed in: 
Siills related to work 30.4% 33.1 32.8% 14.3% 23.2% 2hh¢ 
Administrative poli- 19.) 18.1 26.6 21.5 10.3 26.8 


cies, regulations and 
procecures 


SA INE ERA TaN 


Supervisory skills 6.3 7.8 5.5 To. 5.5 7.3 
Preparation of Dept'l 5,2 2.5 10.2 7.1 23 9.8 
correspondence 

Other 8/ 6.56° 91262 ee BGS he 


8/ Civil Service and Foreign Service Officers 


Broad indoctrination in Department's functions, activities, internal 
reiationships and interagency relationships. 


Program for consultation with other agencies in same policy fields. 


EPROP ARENA NRL TORS ETT IT Eo FOOT 


Better orientation to the entire intelligence mechanism and its relation- 
ship to the country desks. 


aed 


Preparation of efficiency reports. 
Civil Service Officers 

Graduate work in specialized areas 
War college 

Language and area 

Citizenship coding 


Foreign Service Officers 


oS agente 


Training in Departmental adninistrative operations and procedures and 
executive management. 


Training in Department's drafting techniques including staff papers, 
and Congressional correspondence. 












Guidance on Congressional Hearings anc training in preparation of 
briefing papers especially to achieve uniformity in the end result. 


Stenography Intern training program 
Under gracuate work Intra and inter-area assignment program 
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T cs) ss cSC “B FSO FSC 


a —_— —_— —ee 


3. Do Civil Service employees think overseas Foreign Service experience has 


enablec or would enable temto perform their work nore effectively? 


Yes 28.3% 37.2% 18.85 16.7% * * 
Possibly 19.! 21.3 17. - * * 
Don't know 13.7 8.2 20.2 16.7 * 
No 38.6 33.3 43.6 66.6 * *% 


b. Do Civsl Service employees think overseas Foreicn Service experience has 


imoroved 


would improve their chances of promotion? 


Yes 13.9% . 22,b%° 15.1% 16.7% #* 
Possibly 20.1 22.2 18.1 = % “* 
Don't know 22.2 19.1 26.2 16.7 % + 
No 38.8 36.3 40.6 66.6 * * 


5. Are Civil Service employees interested in serving 1 or 2 tours of duty 


overseas? 


By. Grace 
Yes 16.6%. 2.2% 7.0% . 35.7% * # 
Undér certai 18.5 22.3 15.9 7.1 * * 
conditions 6 
No 34.9 31.5 38.0 57.2 * # 
By Function YES UNIER CERTAIN conprtiois b/ 0 
Exec. GS-1!) and higher 36.3% 33.8% 29 .L% 
Staff 99.9 17.2 32.8 
Foreign Affairs h8.0 2):.7 2743 
Public Affairs 60.5 25.1: M2 
Intell. Research 62.6 18.7 13.7 
Keonowic 95.6 25.9 18.5 
Consular £:1.0 20.5 33.5 
Educational 5h5 27.3 18.2 
Administration h0.5 16.9 42.6 
Steno-Secretary 23.9 20.5 %.b 
Ceneral Clerical _ 52.1 e391 38.5 
Total 16.6 18.3 3.9 
By. Sex xés UNDER CERTAIN CONDITIONS NO 
hen 52.3% 20.9% 26.84% 
Wo.en 43.0 16.7 0,3 


b/ Conditions bearing on interest in overseas service: 


(1) Family conditions permitting, 

(2) Women, if husbands and/or depéndents could accompany. 

(3) ‘ith specifiea reemployment rights in the Department. 

()) If acquired experience could be used in overseas assignment. 
(5) Length, place and kind of overseas assignment. 


58066 O—60 5 
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G. CIVIL SERVICE PERFORMANCE RATING 


T CSO CSC WB FSO FSC 


1. How do employees regard the Department's Civil Service performance rating 
s em 





Very good 6.3% 6.0% 9.2% 38.5% 2.1% 3.2% 
Fairly good 51.2 48.8 60.5 30.7 37.9 67.8 
Fairly poor 25.6 26.6 17.0 7.7 39.7 16.1 
Very poor 16.9 18.6 13.3 23.1 20.3 12.9 


2. Do -mployees think the Forsizn Service performance rating system more use- 
fus_ than the Department's Civii Service system? 





Yes 36.2% 32.7% 17.1% --- 69.4% 0.5% 
Don't know 55.2 5u.7 76.8 85.7 25.6 54:1 
No 8.6 12.6 §.1 14.3 5.0 5.h 
3. Do supervisors discuss employee performance weaknesses when giving annual 
performance ratings? 
Yes 5u.2% $2.08 52.0% 50.08 64.1% 58.1% 
Some but not enough 11.3 11.2 9.7 28.6 14.0 8.3 
No 34.5 36.8 38.3 21.4 21.9 33.3 


lh. What c es, if any, do employees prefer in the adjective ratings of Civil 
Service personnel? 


Four gradations 3/ 66.6% 64.2% 58.L% 35.7% 81.5% 76.hé 
Two gradations b/ 16.7 21.8 19.1 35.7 5.8 11.8 
No change 16.8 114.0 22.5 28.6 12.7. 11.8 





H. 





CIVIL SERVICE PROMOTION SYSTEM 


1. How do employees regard the Department's Civil Service promotion sys tem?c/ 


Good 2h.9% 29.7% 23.9% 35.7% 21.4% 7.3% 
Fairly bad 18.5 17.2 18.6 14.3 21.4 17.2 
Very bad 10.1 12.1 13.2 7.1 3.9 4.9 
Not familiar with it L6.5 1.0  bh.3 42.8 53.3 70.7 
2. How well do employees understand the Department's Civil Service promotion 
System? oJ 
Very well 10.5% 13.3% 10.1% --- €.6% 10.8% 
Fairly well L6.4 45.2 Lh .8 T1.b $1.0 32.L 
Not understood 43.1 41.5 5.1 28.6 L0.4 56.8 


2/ Outstanding, superior, satisfactory, unsatisfactory. 
b/ Satisfactory, unsatisfactory. 
c/ Pricr PER announcement of "revised" system December, 1958. 
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cso WB 

How many promotions have survey participants had in the State Department? 
None 22.9% 14.8% 21.h% * + 
x 22.3 12.7 28.7 * * 
2 20.9 18.0 14.3 * * 
3 14.8 19.9 21.4 * * 
u 8.0 13.8 7.1 * * 
5 3.9 6.8 ---- * # 
6 3.1 6.0 “~-= # 
7 1.5 3.0 oo * * 
8 1.0 1.9 Bek * * 
9 or more 1.6 3.1 ---- * + 
Time lapse since particivants were last promoted? 

1 year or less 3.0% 12.7% 71.5% * * 
2 years 2.4 13.5 ---- * * 
3 years 8.9 11.5 5.9 7.1 * + 
L years 5.5 6.1 4.7 7.1 * * 
5 years 2.8 4.0 1.7 ---- * * 
6 years 3.4 4.2 2.8 7.1 + * 
7 years 3.5 5.5 1.6 o--- * * 
8 years 2.8 3.3 2.1 ae + * 
9 years 1.4 1.6 Loe ---- * * 
10 or more years é.3 7.6 5.0 ---- * + 


How do Civil Service employees regard their chances of promotion? 


Very good 7-5% 


Fairly good 
Fairly poor 
Very poor 
No chance 


To what extent do Civil Service emplovees believe the Intepration (Wriston) 


rtunities for advancement? 





has impaired their o 


22.0 
23.0 
23.0 
2h.5 
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21.4% 
35-7 
28.6 


14.3 


Program mp: ppo 


36.8% 59.3% 80.0% 


Very little if any 
Somewhat 
Very mech; 


Do Civil Service employees think they should be required to register for 
promotion aaieion d/ 


36.L% 


Yes 
No 


26.3 
36.9 


63.6 


10.0 
10.0 


28.6% 
71.4 


af Not required under "revised" system announced in December, 1958 





xk eH 
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ok 
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T cso CSC “B FSO FSC 
Do employees know how Civil Service candidates are selected for promotion? 


Yes 36.7% 36.5% 29.08 26.62 9.7% 40.0% 
No 63.3 63.5 71.0 T1124 50.3 60.0 


Do employees think the promotions of Civil Service personnel in their 
division are fair? 


’ Usually fair 56.5% 57.7% h2.3% 57.15 75.6% -60.7% 
Occasionally unfair 34.7 36.0 10.7 28.6 23.9 28.6 
Usually unfair 8.8 6.3 17.0 14.3 0.5 10.7 


- Do Civil Service employees believe hey individually have been considered 
' for all promotions for which qualified? 


Yes 5.3% 21.h% 
Probably have bs 15.8 14.3 
7 


Very doubt ful 36.7 3 ‘1 35.7 
No 38. 41.8 28.6 


- Do employees believe PER considers all aualified Civil Service emp loyees 
for promotion? 


Yes 10.4 8.9% 9. 
Don't know 49.1 L5.k lib. 
No 40.5 L5.7 LS. 


- How do employees believe they can best achieve career advancement in the 
Departmental cit 


By demonstrating ability 36.2% 36.6% ; § L.8,0% 
By knowing the right peoplel7.6 16.1 10.5 
By doing one's job well 15. 16.0 i ‘ 16.5 
Luck(being in right place 

at right time) 15.0 17.1 ‘i 11.1 
By acquiring better educa- 

tion or new skills 3.6 2.9 be 0.8 
By hard work 2.0 14 L 3.4 
Other(combination of two or 

more of the above factors) 10.0 13.0 ° 9.7 


8% 35.7% 12.2% 15.0% 
7 28.6 58.6 67.5 
5 35-7 29.2 17.5 


- How do employees think Civil Service (non-FSO) jobs should be filled? 


From within division 


or bureau 20.6 20.3% 53.0% 14.3% 6.8% 10.0% 
By best qualified e/ 


person in Department 79.4 79.7 67.0 85.7 93.2 90.0 


ly. Do compere think vacancies and qualification requirements should be 
publicized 


Yes £/ 77.6% 78.1% 85.5% 88.8% 65.8% 82.5% 
Not necessarily 20.3 20.1 13.1 7-1 30.8 17.5 
No 2.1 1.8 1.L Tad 3-4 << 


e/ Established procedure under "improved" system adopted December, 1958. 
£/ Improved system does not provide for publicizing promotional opportunities. 
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polls 


Under an annual Selection 
Board rating system 27.4% 
From applicants after 
announcement of vacancies 2.2 
By interview by PER and 
Division Chief }/ 

From candidates names by 
Division Chief 8.5 
From skills registers byPER 8.) 
By written examination and 


16.7 


personal interview 7k 
Interview and selection by 
panel 5.9 


CSO CSC 


a. 


FSO 
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FSC 


loyees can be selected for 


15. How do employees think the best qualified ei 
vacancies or promotions? e/ 


19.9% 20.3% 
26.8 28.9 
19.0 16.1 
12.1 7.1 
9.7 10.3 
5.7 9.7 
6.0 4.9 


7.7% 


30.7 
15.h 


15.h 
15.L 


7-7 


L8.8% 


13.5 
15.4 


L.7 
3.2 


5.8 
7.7 


33.1% 
21.0 
18,0 


9.0 
3.0 


6.0 
6.0 


16. Do employees believe a voluntary overseas assignment program for Civil 
Service personne! would make the Departmental career service more attractive? 


Yes 41.8% 
Possibly 32.7 
Don't know u,.5 
No 11.0 


REDUCT ION-IN=FORCE 


51.0% 39.2% 
28.9 31h 
9.0 18.9 
11.1- 10.5 


28.6% 


35-7 
35-7 


3L.2% 


39.1 
15.7 
11.0 


40.0% 
30.0 
15.0 
15.0 


1. Do employees understand the Civil Service reduction-in-force procedures? 


34.3% 


65.7 


1% 


20.0% 
80.0 


% 


Yes L2.9% 57.l% 35.0% 50.0% 
No 57.1 42.6 65.0 50.0 
2. Do empl s think the Departrent's Civil Service reduction-in-force 
procedures are fair and equitable? 
Reasonably so 37.0% 50.2% 30.0% 35.7% 
Don't know 56.0 hi.h 866.8 57.2 
No 7.0 8.4 5.2 7 


29.1) 
63.0 
7.9 


15.8 
81.6 
2.6 


3. Do employees think Veterans should be given priority retention rights? 


Yes 32.3% 
Only disabled Veterans 34.9 

Only those with service 

outside United States 13.6 

No 19.2 


32.2% 43.3% 64.5% 


32.7 33.8 
17.0 13.0 
19.0 9.9 


14.2 


7.1 
1h.2 


19.5% 


40.5 


8.7 
31.3 


Lb.5% 
13.9 


22.2 
19.4 


Revised system provides for establishment of skills file, ranking of: best 
qualified employees, and submission of a list of 5 - 10 names by PER to 


requesting office. 


50% of replies included this method of selecting applicants resulting from 
announcement of vacancies. 
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JE iPLOYEE RELATIONS 

















T cso. CSCC FSO FSC 

1. Do employees think all races, religions, and nationalities receive equal 
treatment? i 
Yes 78.0% 80.0% 6B. 268% = Bek BS LS t 
Usually 11.5 15.6 10,1 lbek 8.1 12.2 4 
Sometimes 6.4 be2 11.6 ~— 28,6 1.9 20k 
Almost never bel 1.2 99 = =lbed 0.6 ---- 


2. Do emvloyees think physical and other personal problems affecting their wor! 
are fiven fair and sympathetic consideration? 








Usually 76.5% 77el% 7.3% TlelZ 33.27% 79.05% t 
Sometimes R36 +2281 4. SI < pene 9.9 15ehs 
Almost never 9.9 10,8 10.8 28.6 beh 5.1 

f 


3. Do employees think they receive enough information on personnel programs, 


policies and regulations? 


gemqvere 


Yes 51.5% 54.8% 37.5% 2.9% 60.0% 47.3% i 

No 48.5 45.2 62.5 57.1 40.0 52.7 | 
le Do employees reed the Departmental Employee Bulletin? { 

Every issue 65.9% 77.08 68.86 57.2% 9.1% 52.5% 

Occasionally al 1567 19,8 3507 28.8 22.5 

Never 5.5 2.6 369 nance 12.4 5.0 

It is not made available 7.5 4.7 705 Tel 99 20.0 






5. Do employees think more information on versoniiel policies programs, and 
reeulatiors should be published in the loyee Bulletin? 


Yes 79.3% 79.0% 87.3% 92% 66.6% 75 28% 
No 20.7 201-1207 Ta 330k 2h.2 




















6, dre emloyees encouraged by their supervisors to participate in the Sug estion 
Award Program? 


Yes - 35 25%. 38.2% 330%. 35.8% 32.6% 22.5% 
No 6.4 61.8. 66.1 64.2 67.4 77.5 
















To whom do or would employees take their complaints? 
To the i:nmediate 














supervisor 1h. 2% 7he5% 70.8% 7.7% 9k W.7h 
To the division chief. 8.1 9.6. bok . Tei 9.7 ---- 
To the executive or 

administrative officer 6,2 5.8. Te2.  owee 4.8 7.3 
No one because it would 

be useless 6.2 6.5 9.3 ---- 1.5 he9 
To the Office of Per. 2.5 1.4 364 Tel 1.9 9.8 
To the PER Fair Employ- 

ment of ficer 0.2 0.3 0.3 ooo- oo-- oome 
Other a/ 2.6 2.0 2.6 Tel 2e7 723 


a/One or more of the above channels depending upon nature of the complaint and/or 
action taken. 
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aii,” SQ Bios B.. - JE 


How frequently do employees sugrest improvements in working conditions or 
o“fice efficiency? 


Feirly often 2 .ue 25.1% 14.1% =see 27.7% 12.5% 
Once or twice 33.3 39.1 25.0 61.5% 38.6 20.0 
Have never thought 
about it 31.5 25.9 37e1 15.4 28.7 52.5 
Never, because it 
would be useless 13.8 9.9 23.8 23.1 5.0 15.0 


Do employees utilize the counseling services of the Office of Personnel? 


Yes 11.5% 91% 12.5% 7.1%  1b.08 14.6% 
No 88.5 90.9 87.5 92.9 86.0 85.4 


Do employees consider the versonnel counseling services effective? 
Reasonably effective 10.4% 11.5% Toe) OS 12.2% 10.0% 


Somewhat ineffective 5.1 Se2 Le5 Tel 5.7 5.0 
Very ineffective Leb 5.1 Sok 7el 2el 5.0 
Dont know 80.1 78.2 82,8 6.4 79.9 80.0 


Do employees favor »eriodic employee opinion surveys as a means of evaluating 


the adequacy and effectiveness of personnel ocrograms, policies, and practices? 





Yes 29 .0% n.04 27.2% 42, 2% 3.6 23.1% 
Only if action is 

taken on results 67.7 66,0 &.7 3.5 50.0. 76.9 

No 323 5.0 3el 15.3 6.4 —— 


Do employees favor union consultation and necotiation on personnel policies 
and erievances? 








Yes 31.0% 32.2% 30.7% 15.1% 31.7% 23.8% 
Undecided 50.0 47.5 530k 53.8 36.8 57.8 
Ho 19.0 20.3 15.9 30,8 29.5 18.4 
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K.EMPLOY[E JELFANE 


T CSO CSC WB FSO FSC 








1. Recreational Association Membership. 


os 


Yes 502% 79.7% 720% 42.9% 200% 75.0% 
No 2.8 20.3 27.2 S7.1 28.0 25.0 


2. in which Recrectional Association activities are eniployees most interested? 
Purchase discounts 49.0% 19.6 lle3% 16.7% 61.5% 250% 


Sports 14.5 12.3 15.7 50,0 15.4 16.7 
Travel 12,8 13.2 17.9 3.3 5 ol 16.7 
Social 8.7 7.8 10.5 25.0 5.9 27.8 
Movies Tel 10,0 7.5 apo 31 5.6 
Other a/ 729 Tel Tel eone 8.7 8.4 
3. Should the Recreational ‘ssociation s»onsor more activities? 
Yes a/ 12.38 10.2% UW.8% 23.1% 10.5% 25.7% 
Not necessarily 79.3 81.2 Wel 76.9 78,2 68.6 
No 8.4 8.6 6.1 aoece 11.3 5e7 


a/More cultural activities, including concert and theater ticket service, 
art exhibitions, glee club, choral and chamber music groups, discussion groups 
on contemporary world affairs, books, etc. 
More lectures on travel, stock market, investments, and financial planning. 
More week-end excursions and overseas trinvs. 
Larger variety of sparts i:cluding some for beginners, tenuis and swimming. 
Amateur camera and movie maker clubs, 
More social activities, including some “hat would appeal to girls brou;ht in 


from small towns; i.e., picnics, small informal dances, swimming, bridge, 
handball, bowling other than tournament variety, 





Pere EBERT 


re TE 


RE I I TL I TN 


FOE 


ADMINISTRATION OF THE DEPARTMENT OF STATE 67 


3, DEPARTMENTAL MEMORANDUM OF MARCH 17, 1958 AND 


ACCOMPANYING EMPLOYEE OPINION SURVEY INSTRUCTIONS, 
MARCH 1958, 


ADORESS OF FICIAL COMMUNICATIONS To 
THE SECRETARY OF STATE 
waAgrans Tom mB, OC 


i~ 
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DEPARTMENT OF STATE 
WASHINGTON 


March 17, 1958 
MEMORANDUM FOR ALL EMPLOYESS: 


Subject: Improving the Departmentel Career Service 


On completion of the Integration Program, the Department's Civil 
Service staff numbers |,750 employees which is significantly larger than 
either the Foreign Service Officer or the Foreign Service Staff Corps. 
In terms of content, little more than half of the Civil Service staff 
are clerical, stenographic and secretarial employees. Of the remainder, 
approximately 375 are serving in designated Foreign Service Officer 
positions and approximately 1,700 are officer-level technicians and 
specialists whose duties have not met the Wriston Program criteria for 
designation as Foreign Service Officer positions. 


In view of the above, the contimuing importance of the role of 
Civil Service personnel in the conduct of Foreign Affairs is manifest. 
As a consequence, we have undertaken a comprehensive study of our 
Civil Service personnel program with a view toward improving the status 
of this group of employees and providing a more attractive Departmental 
career service. This project cmahatans Fad a basic review of the posi- 
tions that are to be staffed with Civil Service personnel; (2) a reas- 
sessment of the policies, procedures and practices relating to place- 
ment, training, promotion, incentive awards, personnel utilization, 
employee relations and reduction-in-force; and (3) development of such 
improvements as may be feasible in each of these areas. In addition 
to improving the career aspects of the Departmental Service, the find- 
ings of an extensive study such as this can be used most effectively 


to improve personne] management practices generally throughout the 
Department. 


Your views concerning your work, working conditions, promotional 
opportunities, and related problems, as well as your ideas and suggestions 
for improvements are vitally important in assessing the adequacy and 
effectiveness of our personnel policies and practices. It would be desir- 
able to talk with each of you personally, but this, obviously, is impos- 
sible. As an alternative, I have asked that an "employee opinion survey" 
be conducted by questionnaire -- a method that is being used widely and 
successfully elsewhere in government and in industry. The questionnaire 


has the specific advantage of giving you an opportunity to express your 
views anonymously. 


In view of 










ADMINISTRATION OF THE 





DEPARTMENT OF STATE 


In view of the many aspects of this project, those of you who are 
members of the Foreign Service on rotational assignments in the Depart- 
ment are asked to participate in this opinion survey with Departmental 
personnel. Your views on the effectiveness of our domestic personnel 
management practices and any suggestions you may have for improving the 
career aspects of our Civil Service program will be most helpful. 
Because of the differences in the Foreign Service and Civil Service 
personnel systems, Foreign Service personnel are asked not to answer 
those questions which have been marked with an asterisk. 


If we are to achieve our objectives in conducting this opinion 
survey, everyone of you (both Civil Service and Foreign Service) mst 
participate. You are urged to answer the questions frankly and honestly. 
The questionnaires cannot possibly be identified; moreover, they will be 
seen only by the Personnel Projects Staff which has been assigned respon- 
sibility for the Opinion Survey Project. 


Your cooperation will be appreciated. 


(QyRa andre 


Robert Newbegin 
Deputy Assistant Secretary for Personnel 
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DEPARTMENT OF STATE 
Departmental Employee Opinion Survey Instructions 
March 1958 


This questionnaire has been designed for maximum convenience, 
It should not take long to complete it. Most of the questions have 
multiple-choice answers listed. You need only to check the one that 
most nearly expresses your views. Explanations of answers or any 
additional comments, criticisms or suggestions you may care to make 
are invited and will t= most welcome. Just attach them to the ques- 
tionnaire. If any of your coments pertain to specific questions 
contained in the questionnaire, identification by question number 
will be most heinful in analyzing and: tabulating data. 


You are urged to give us frank answers however critical they 
may be. Please remember: 


1. The questionnaires cannot be identified; moreover, 
they will not be seen by anyone other than the 
Personrel Projects Staff which has been assigned 
responsibility for the survey project. 


2. Do not be influenced in your answers to the ques- 
tions by what you believe to be the views of your 
supervisors or co-workers, 


3. Read each question carefully before you mark your 
answer. 


4. Mark only one answer to each question unless you 
are specifically asked to give more than one answer. 


5. If you are a member of the Foreign Service, do not 
answer those questions which are marked with an 
asterisk (+). 

6. DO NOT SIGN THE QUESTIONAIRE. 

7. Return the completed questionnaire in a sealed 


envelope directly to PER/PS, Room 900, SA-k, as soon 
as possible but not later than April 7, 1958, 
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DEPARTiENT OF STATE 
DEPARTMENTAL PERSONNEL OPINION SURVEY QUESTIONNAIRE 


March 1958 


ee. 


1. What kind of work are you doing? (Check dnly one.) 


(1) Executive (Deputy Division Chiefs and higher including 
analogous positions, e.g. Executive and Admin- 
istrative officers, GS-14 and higher.) 


RR TOS 


(2) Staff Assistant (GS-12 and higher) 


rege 


(3) Foreign Affairs or International Relations 


(4) _____ Public Relations, Information or Cultural Affairs 
(5) ____ Intelligence Research 

(6) ___ Economic Affairs 

(7) ____ Consular Affairs 

(8) ___ Education 


(9) Administrative and Office Services (Includes Organization 
and Management, Personnel, Budget and Fiscal, 
Security Operations, Communications, Records, 
Messengers, Office ‘iachine Operations, etc.) 


(10) Stenographic or Secretarial 


LE TL OTL TTA LT TT 
ane — 


(11) General Clerical or typing 


2. Are you officially in a supervisory position? 


2 erm re 








(1) Yes (2) No 











3. What do you like most about your job? (Check only one.) 






(1) ____ Kind of work 
(2) 


(3) Doing work I think I can do best 






The variety of work 






(4) Opportunity to supervise or direct an organizational unit 


(5) Opportunity to learn new or more responsible work 
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(6) Opportunity to meet people outside my immediate office 


(7) Feeling of accomplishment 


(8) fy supervisor 
(9) iy co-workers 
(10) Other (Explain) 








What do you dislike most about your job? (Check only one.) 

(1) ____- Kind of work 

(2) ___ Lack of variety of work 

(3) ____ Too many work deadlines or too much work 

(4) __. No opportunity to supervise or direct work of others 

(5) Little or no chance to do the things I think I can do best 
(6) ___ Little opportunity to make decisions of any consequence 


(7) Seldom feel my work accomplishes anything 


(8) Work too confining with little opportunity to meet people 
outside my immediate office 


(9) My supervisor 
(10) My co-workers 
(11) Other (Explain) 








In your opinion how important is your job to the Department of State? 
(1) Very important (3) Fairly unimportant 


(2) Fairly important (4) Very unimportant 


In general does your job description give a true picture of the work you do? 
(1) Yes 
(2) No 


(3) Have not seen my job description 
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rink your Civil Service grade and salary is right for the work 


(1) Yes (2) No 








8. Lo you think your grade and salary compares favorably with that of others 
doin; the same kind of work? f 


(1) ies 


(2) No (£xplain) 





>. Is your immediate supervisor Foreign Service or Civil Service? 


(2) Foreign Service (2) Civil Service 








10. How long has he or she been your supervisor? 


ea 





1) Less than 3 months 
(2) Between 3 months and 1 year k 
woes i 

(3) etween 1 and 3 years ; 

(4) ore than 3 years f 
1l. Lo you think he or she is a good or poor supervisor? | 

(1) Very good (3) Poor 

(2) Good (4) Very poor 





12. would you rather have a Foreign Service or Vivil Service supervisor? 
(1) Doesn't matter (2) Foreign Service (3) Civil Service 


13. How satisfied or dissatisfied are you with your job? 


eR A RT TY 


(1) ___—‘ Very satisfied 
Fairly well satisfied 
Neither satisfied nor dissatisfied 
Somesnat dissatisfied 


Very dissatisfied 





*#DO NOT ANSWER IF YOU ARE A MEMBER OF THE FOREIGN SERVICE 
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when you first came to work on your present job, how much instruction 
did you get about what your work would be and how it was done? 


(1) ___ None 

(2) ___— Some, but not enough 

(3) _____ Complete instruction 

(4) Didn't need any at that time 





Do you have enough work to keep you busy? 

(i) ____ fore than enough (4) Part of the time 
(2) ___ All the time (5) ____ Alnost never 

(3) ___ ost. of the time 


when you are given new work to do, does your supervisor tell you enough 
about it so that you know how he wants it cone? 


(1) Usually (3) Almost never 
(2) Sometimes (4) \m never given new work 
«hen your supervisor gives you 4 new assignment, does he tell you how 
it fits in with related work either in your office or elsewhere in the 
Department? 
(1) Usually (3) Alnost never 
(2) Sometimes (4) Doesn't have to be explained 
ee ~- 


How often are you given work which you feel that you shouldn't be asked 
to do? 


(1) Usually (2) Sometimes (3) Almost never 


Lo you dislike doing work that you think (a) you shouldn't be asked to 
do, or (b) is someone else's responsibility? { 


(1) No (2) Not especially (3) Yes 





How often is your work delayed because your supervisor isn't available to an- 
swer your questions, or hasn't time to review (or approve) your finished work? 


(1) ____ Frequently (2) ___ Oceasionally (3) ____ Almost. never 
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If you do something wrong, does your supervisor give you a chance 
to explain? 





(1) sually (2) Sometimes (3) Alnost never 


jow often do you trink your supervisor or co-workers take or get credit 


for your ideas or work? 


(1) Usually 2) Sometimes (3) Almost never 





shen you do a very good job, does your supervisor praise you? 
(1) Usually (2) Sometimes (3) Almost never 


Does your supervisor talk with you before changes are made that will 
affect you? 


(1) Usually (2) Sometines (3) Almost never 


How often does your supervisor talk with you during the rating year 
about your performance and suggest ways of improving it? 


(1) Frequently 


(2) __ Often enough 

(9) zox Sometimes but not often enough 

(4) ____ Almost never 

(5) Not important because I know more about my job than my supervisor 





Do you have any physical or personal problems which adversely affect 
your ability to perform your duties? 


(1) Frequently (2) Sometimes (3) Almost never 
Do you think your supervisor gives sympathetic and fair consideration 

to physical, emotional or personal problems that may adversely affect 

your performance? 

(1) Usually (2) Sometimes (3) Almost never 
How well satisfied are you with your salary? 


(2) 
(2) 


Very well satisfied 


Fairly well satisfied 
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(3) Neither satisfied nor dissatisfied 
(h) Fairly dissatisfied 
(5) Very dissatisfied 


How many grade promotions have you had in.the State Department? 
Os 


How long has it been since your last promotion? 
(1) Months (2) Years 


What do you think your chances are for promotion? 


(1) ___ Very good (4) ___ Very poor 
(2) ___ Fairly good (5) ___ None 
(3) ____ Fairly poor 


How much do you think the Wriston Committee Program has restricted your 
promotion opportunities? 


(1) ____ Very much (2) ___ Somewhat (3) ___ Very little 


Do you keep a current rromotion Registration card on file with the 
Personnel Office? 


(1)__ Yes 


(2) Didn't know it was necessary 


(3) ___ No (Explain) 





Do you believe you have been considered for promotion to all Civil Service 
(non-designated FSO) positions that you might be qualified for? 


(1) ___ Yes (3) __ Very doubtful 
(2) ___ Probably have (4) No 


Do you think your supervisor would object if you wanted to transfer 
to a better job elsewhere in the Department? 





(1) ____ Yes (3) ___ Probably would not 
(2) ___ Probably would (4) ____ No 


58066 O—60——6 














ADMINISTRATION OF THE DEPARTMENT OF STATE 





Does your supervisor discuss your performance weaknesses with you in 


sufficient detail when you are given your annual performance (efficiency) 
rating? 


In some but not enough detail 


(3) No 





Do you think more training would help you do better work in your present 
job or improve your chances of promotion? 


(1) No 
(2) Yes. what kind of training? (Check as many as you wish.) 
(a) Training in procedures, policies, and regulations 


(b) Training in how to prepare or type correspondence 


(c) Training in how to be a better supervisor 


») 
. 
-_ 
hy 
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(ad) Training in skills or subjects related to your work 






rw 


Other (Explain) 





#38. Have you served one or more tours of overseas duty in the Foreign Service? 


eae 


(1) Yes (2) No 








*39. Do you think overseas experience would enable or has enabled you to 
perform your duties more effectively? 


(1) Yes (3) Don't know 


(2) Possibly (4) No 





#40. Do you think one or two tours of duty overseas would improve or has improved 


your chances of promotion? 


as ualuiiniiinaal 






| (3) _____ Don't know 
(2) 













Possibly (4) No 








How do you think you can best get ahead in the Departmental service? 
(Check only one.) 


(1) 


(2) Doing one's job well 






Hard work 
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(3) Demonstrating ability to co more responsible or difficult work 


(4) ___— Personality 


(5) Seniority (length of service) 


(6) ____ Luck (being in the right place at the right time) 
(7) ____. Acquiring a better education or new technical skills 
(8) ____ Knowing the right people 

(9) Uther (rxplain) 








In your opinion, how well run is your immediate office? 
(1) Very well run (3) Rather poorly run 
(2) Fairly well run (4) Very poorly run 


shat do you think of time and attendance controls and leave policies 
under which you and others in your office work? 


(1) Reasonable and fairly adninistered 
(2) foo lenient 
(3) too strict 


In your opinion, do people of all races, religions and nationalities 
receive equal treatment in your office? 


(2). Yes (3) _* Sometimes 
(2) __s—: Usually (4) ____. Almost never 
Loes your supervisor seem to favor some exployees more than others? 
(1) ___ Yes 

(a) ___ Foreign Service 

(bo) __ Civil Service 

(c) ___—s- Other (Explain) 
(2) No 
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As far as you know do the Foreign Service and Civil Service personnel 
in your office work well together as a team? 


(1) ___—s- Very well (3) ____ Rather poorly 

(2) Fairly well (4) ____ Very poorly 

Are people you work with friendly or unfriendly? 

(1) Very friendly (3) ___— A little unfriendly 
(2) Somewhat friendly (4) __. Very unfriendly 


Are you usually provided with all the supplies and equipment you need 
to do a good job? 


a 
(2) ___ No (&xplain) 
what is the condition of your supplies and equipment? 
(1) 300d 
(2) __ Fair (Explain) 
(3) _____ Poor (Explain) 
what do you think of the office space in which you work? 
(1) ___ Too small (2) _____ Adequate (3) ___ Too large 
What do you think of lighting facilities in your office? 
(1) ___ Good (2) __ Fair age 


What do you think of the heating facilities in your office? 


(1) ___. Good (2) i: Fair (3) 2o5 


hat do you think of the ventilation in your office? 


(1) __— Good (2) Fair (3) Poor 


Does your supervisor encourage you to use the suggestion system for 
your ideas? 


Yes 


No 


Don't know of any suggestion system 
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How often have you submitted suggestions that you thought would 
improve working conditions or tne efficiency of your office or 
operations elsewhers in the Department? 


(1) ___ Frequently 

(2) ___ Fairly frequently 

(3) ____ Once or twice 

(4) __. “ever, because I naven't given it any special thought 
(5) ___Never, because I don't think any action would be taken 


If you had a problem or complaint about your job, or treetment, or co~ 
workers whom would you talk to first? 


(1) ss: © _Executive or Administrative Office 
(2) ____ A personnel office representative 

(3) ____ The Fair Employment Policy Officer 

(4) ____ sy supervisor 

(5) ___ *'y Division, bureau or Office Chief 

(6) ___. The Assistant Secretary for Personnel 
(7) ____ No one, because it wouldn't do any good 
(8) Other (Explain) 





a a 


dave you used the Enployee Counseling services available in the Office 
of Personnel? 


(1) Yes (2) No 








In your opinion, how effective are the imployee Counseling services? 


(1) __. Very effective 

(2) ____ Reasonably effective 
(3) ____ Somewhat ineffective 
(4) ____ Very ineffective 


(5) Don't know because I haven't used them 
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iow interested co you think Foreign Service supervisors and officials 
are in the problems of vivil Service personnel? 


interested (3) Lon't know 


Somewhat interested (4) Not interested 
bo you think 


— 
policies, regul 


2 


1 get enough information on Civil Service personnel 
ition 


tions, and procedures? 
(1) Yes (2) No 
liow often do you read the Departmental Employee bulletin? 


Almost every issue (3) Copies are not mace available to me 


Jecasionally (4) Alnost never (5) Never 


oun ¢ 


Lo you think more information on personnel policies, regulations and 
procedures should be included in the Smployee Bulletin? 


(1) Yes (2) No 


Lo you think the Lepartment's Civil Service promotion system is good 
or bad? 


(1) ___ Very good 
Good 
Fairly bad 
Very bad 
Am not familiar with the system 
Didn't know we had one 
do you understand the promotion system? 
Very well 
Fairly well 


Don't understand it 
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Do you think you should be required to register for promotion con- 
sideration? 


(1) Yes (2) No 





How much do you think promotion registration improves your chances 
of promotion? 


(1) ____ Very much 

(2) ____ Somewhat 

(3) ___ Very little, if any 

Do you know how selections for promotion are made? 


(1) Yes (2) ____ No 





Do you think the Personnel Office considers all qualified Civil Service 
employees for promotion to Civil Service job openings any where in the 
Department? 


(1) _____ Yes (2) No (3) Don't know 





Do you think the promotions given in your Bureau or office are fair or 
unfair? 


(1) ___ Usually fair 

(2) Occasic:.ally unfair 

(3) ____ Usually unfair 

Do you think a non-Foreign Service job should be filled from among people 
working in your Division, Bureau or Office or by the best qualified 
person in the Department? 


(1) Only from among Civil Service people working in the 
Division, Bureau, etc. 


(2) By the best qualified Civil Service person in the 
Department 


Do you think vacancies and promotional opportunities and qualification 
requirements should be publicized within the Department? 


(1) ___ Not necessarily (2) Yes (3) No 
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How do you think the best qualified Civil Service employees can be 
selected for promotion? 


(1) From a skills register by the Office of Personnel (PEt) 
(2) From named candidates selected by the Division chief 


(3) From applicants following an announcement of promotional 
opportunities and qualification requirements 


(4) Written examination 


(5) Interview of candidates by PE and the Division Chief 


(6) Written examination and interview 


(7) Interview and selection by an Interview Panel 


(8) Annual rating of promotion eligibility of all employees by 


Promotion Review Panels or Selection Boards similar to the 
Foreign Service system 


Do you think the Department's Civil Service performance rating system 
is good or poor? 


(1) Very good (3) Fairly poor 
(2) Fairly good (4) Very poor 


Do you think the Foreign Service performance rating system is more 
helpful and useful than the Civil Service system? 


(1) Yes (2) ____ Don't know (3) No 


If a change in the system were to be made, which of the following would 
you prefer? 


(1) The present 3 rating gradations; i.e. outstanding, satisfactory 
and unsatisfactory 


(2) rating gradations; i.e. outstanding, superior, satisfactory 
and unsatisfactory 


(3) 2 rating gradations; i.e. satisfactory and unsatisfactory 


Do you think the written comments on the annual Civil Service performance 
report are helpful or useful? 


(1) Yes (2) ___ No 
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Do you tink the supervisory skills of supervisors should be rated? 


(1) Yes (2) No 








De you understand the Department's reduction-in-force procedures? 


(1) Yes (2) No 








Do you think the reduction-in-force policies are fair and equitable? 
(1) ____ Reasonably so 

(2) Don't know 

(3) ___ Am not familiar with them 


(4) No (Explain) 





Do you think veterans should be given priority retention rights in 
reductions in force? 


ae oe) 

(2) ____ Only when they have had military service outside the 
continental United States 

(3) ____ Only when they have disability status 

(4) No 





Do you favor agency consultation and negotiation with Federal Employee 
Unions on personnel policies? 


(1) Yes (2) _____ Undecided (3) No 





Are you a member of a Federal Employees Union? 
(2) Yes (2) No 








Do you think an opportunity for Civil Service personnel to serve one or 
two tours of duty overseas (an Interchange Assignment Program) would make 
the Departmental career service more attractive? 


(1) Yes (3) _____ Don't know 


(2) ____ Possibly (hk) No 
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ould you be interested in serving one or two tours of duty overseas? 
(1) Yes 


(2) Under certain conditions (Explain) 


(3) No 


How adeyuate, in your opinion, are the Department's Recreation Association 
activities? 


(1) ____ Very adequate 

(2) ____ Adequate 

(3) ____ Somewhat inadequate 

(4) ____ Very inadequate 

S __. Am not familiar with its activities 
Are you a member of the Recreation Association? 
a). (2) No 


In which of the Recreation Association activities are you most 
interested? (Check only one) 


(1) ___- Social affairs 
(2) ____ Sports 
(3) ____ Travel 
(4) __. Movies 


(5) Purchase Discounts 


(6) ____ Other (Explain) 
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Do you think the Recreation Association should provide a greater 
variety of activities? 


(1) Yes (Explain) 
(2) Not necessarily 
(3) ___ No 


Which word or words best describes your morale, that is, how you feel generally 
about your job, supervisors, working conditions, and promotional opportunities? 


(1) ___ Very good (3) ___ Poor 


(2) Good (4) ___ Very poor 





What do you think of the Department as a place to work? 


(1) __ I like it very much 

(2) ____ I like it fairly well 
(3) ___ I dislike it somewhat 
(4) ___ I dislike it very mch 


Do you plan to make your employment with the Department of State a 
lifetime career? 


(1)__s Yes 

(2) __ Undecided 

(3) ___ Not if I can find as good a job somewhere else 

(4) ___ Not if I can find other employment that offers better promotion 
opportunities 

(5) No 


Would you advise a friend or relative to come to the Department to work as 
a Civil Service employee? 


oO —— 


(2) Not if he or she has any strong career ambitions 
(3) No (Explain) 
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Personal Data 
93. Sex: 
(1) ____ Malle aoe 
Age: __—‘ Years 
How far did you go in school? (Check one only) 
(1) ____ Some grammer school 
(2) ____ Finished grammar school 
(3) ___ Finished high school 
(4) ____. Business or correspondence school 
(5) ____ Some college 
(6) ____ Finished college or graduate school 
What is your marital status? 
(1) ___ Single 
(2) ____ Married 
(3) ____ Widowed or divorced 
What is your grade? 
(1) GS (or ES) _ (4) ____ FSO 
(2) we (5) sr 


(3) Other (Identify) ___ (6) __—sFSS 


Your Civil Service status? 

(1) ____ Temporary or limited appointment 
(2) ____ Career conditional appointment 
(3) ____ Career appointment 

(4) ___ Other (Identify) 


(5) ___ Don't know 
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Do you have Veterans' preference? 


(1) 5 point (2) 10 point (3) No 
In which Bureau or Office do you work? 
(DO NOT aNS./ER IF YOU BELIWE IT WILL IDENTIFY YOUR WU*STIONNAI 2E) 


American Affairs (alta) 

European Affairs (EUR) 

Far Eastern Affairs (FE) 

Near Eastern or South Asian Affairs (45a) 
African Affairs (AF) 

International Organization Affairs (10) 
Econemic affairs (E) 

Personnel (PER) 

Budget and Finance (3F) 

Operations (OP) 

Security and Consular Affairs (SCA) 
Foreign Buildings (FBO) 

Public Affairs (P) 

Legal affairs (L/a) 

Intelligence and Research (INR) 

Other 
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How many years have you been employed by the Department of State? 
(yrs) 


Do you have any suggestions for improving the Depertment's Civil Service 
personnel program or Departmental personnel practices generally? 


(1) Yes. What are they? (Give in detail on an attached sheet.) 


(2) No 





Do you think having a survey like this periodically is a good idea? 


(1) Yes 
(2) Only if action is taken on the results 
(3) No 


Did we leave out any questions which you think should have been asked? 
(1) No 


(2) Yes. What are they? (List on the attached sheet.) 


Is there anything else you would like to say about your job, supervision, 
working conditions, the Department, or this questionnaire? 


(1) Yes (Explain on attached sheet.) (2) ____ No 


STATE—FD, Wash., D.C 
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AP °ENDIX=}A 


PARTICIPATION BY GRADE CR CLASS 


SEX, SUPERVISORY AND NON-SUPERVISORY STATUS 


GS Grade Survey Participants 
Population 


3/31/58 T 3% NS* 3% | NSi Participation 
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26 


' 
f 
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Not Stated - 3 4 
Total,GS [5153 1,511 } , C 
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PS Class Survey. Participants 
Population tale Female % Class 
3/31/58 7 Ss. NS S sks Participation 
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AP\ ALDI Kea 


PARTICIPATION BY GRADE OR CLASS 
SEX, SUPERVISORY AND NON-SUPSRVISORY STATUS 


FSR Class Survey Participants 
Population 7 Female % Class 


FSR Class 3/31/58 Ss NS Participation 
2 

6 
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28 
35 
13 
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AP SNDIX-A 
Participation by Function 
T cso CSc 

Executive (GS-1) up or ts J4 — 
FSO equivalent) 
Staff (GS-12 uv or FSO 5.7 9.4 
equivalent ) 
Foreign Affairs and 
Int'l Relations 
Public -iffairs, Info. 
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Intelligence 
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ze Groups 


Under 21 -ears 
21-29 years 
30-39 years 
40-49 years 
50-59 vears 

60 and older 


Education 


Some grammar school 
Finished «ramuiar school 
Firished high schcol 
Business or corres, 
school 

Some college 

Finished colleze and/or 
ered, work 


Marital Status 


Single 
Married 
Widowed or divorced 


Civil Service Status 


Temoorary or limited 
Career concitional 
Career 

Other 

Don't know 


Veterans Pref=rence 
10 voint 
5 »oint 
None 
Union Affiliation 
Federal 2mployee Union 


Membership 
Noneunion membershin 
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Il. TREATMENT OF FORMER CIVIL SERVICE EMPLOYEES 
OF THE DEPARTMENT OF STATE WHO WERE INTE- 
GRATED INTO THE FOREIGN SERVICE AS PART OF THE 
SO-CALLED WRISTON PROGRAM 


A. Letrrer, SENator MANSFIELD TO Deputy UNDER SECRETARY OF 
STATE FOR ADMINISTRATION HENDERSON, DECEMBER 22, 1959 


DeEcEMBER 22, 1959. 
Hon. Loy W. HEenpDERson, 
Deputy Under Secretary for Administration, 
Department of State, Washington, D.C. 


Dear Mr. Henverson: I think it important to inquire from time 
to time about so-called ‘‘Wristonees”’ in the Foreign Service. I would 
appreciate having some statistics, estimates, case histories, and other 
information which would enable me to judge the morale, treatment 
with respect to promotion and assignments, career planning and the 
performance of ‘‘Wristonees.’’ For instance, I would be interested 
to know how many ‘“‘Wristonees’”’ have been promoted to the class of 
career Minister or career Ambassador. 

Sincerely yours, 
Mike MANSFIELD. 


B. Letter, Deputy UNperR Secretary or State HENDERSON TO 
Senator MANSFIELD, JANUARY 4, 1960 


JANUARY 4, 1960. 
Hon. Mixe MANSFIELD, 


U.S. Senate. 


Dear Senator MansFietp: Your letter of December 22 requesting 
information about the assignments, promotions and career planning 
of the so-called Wristonized officers of the Foreign Service has 
arrived just as a new promotion list is being prepared for submission 
to the White House and the Senate. Since this will have an important 
bearing on the subject I hope that it will be all right with you if our 
reply is delayed until this list is completed. Although the method 
by which an officer entered the Foreign Service is not considered by 
the selection boards in the establishment of the rank order lists you 
will find, I am sure, that integrated officers stand high in most classes. 

With reference to your specific interest in knowing whether any 
integrated officers have been promoted to the classes of career Ambas- 
sador and career Minister I might point out that there are certain 
eligibility requirements that must be met in each case. To be pro- 
moted to career Ambassador, for instance, an officer must have served 
at least 3 years as chief of mission and must be in his later fifties. 
Among the requirements for promotion to the class of career Minister 
are the minimum age of 50, at least 3 years in class 1 and service in 
one of the positions designated as comparabie in importance to chief 
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of mission. At the present time there are no integrated officers 
eligible for promotion to career Ambassador and no more than five 
or six who meet the technical requirements for promotion to career 
Minister. 

The Office of Personnel is preparing a report containing the infor- 
mation you have requested and I will send it to you just as soon as 
the new promotion lists are completed. 

Sincerely yours, 
Loy W. HenpsErson. 


C. Lerrer, Deputy UNpreR SECRETARY OF STATE HENDERSON TO 
SENATOR MANSFIELD, JANUARY 8, 1960 


JANUARY 8, 1960. 
Hon. Loy W. HeEnpERson, 
Deputy Under Seeretary for Administration, 
Department of State, Washington, D.C. 

Dear Mr. Henverson: Thank you for your letter of January 4, 
1960, acknowledging my request. of December 22, 1959, for informa- 
tion about ‘“‘Wristonees.”’ I shall await with interest the detailed 
statistics and other information which I requested. I ask that you 
include in such information the policy guidelines and the process by 
which the eligibility requirements for promotion to the rank of career 
Minister or career Ambassador are drafted, your opinion as to whether 
these eligibility requirements discriminate in any way in favor of non- 
Wristonees, and the names of the Wristonees who now meet the 


eligibility requirements for promotion to career Minister. 
Sincerely yours, 


Mrxe MANSFIELD. 


D. Lerrer, Witn Enciosures, Derpury UNpEeR SecReraRY OF 
Strate HENDERSON TO SENATOR MansrretD, Marca 3, 1960 


Marcu 3, 1960. 
Hon. Mike MANSFIELD, 
U.S. Senate. 


Dear Senator MansFIiE.p: I refer to your letters of December 22, 
1959, and January 8, 1960, in which you requested information on 
Foreign Service officers appointed under the so-called Wriston pro- 
gram. In my interim reply of January 4, 1960, I suggested that the 
Department’s report be delayed until the 1960 promotion list was 
approved in order that we might give you current information. The 
new list of Foreign Service officers of classes 2 through 8 nominated 
for promotion was submitted to the Senate by the President on 
February 19, 1960. Nominations for promotion to the class of career 
Minister will be submitted in the near future. 

In accordance with your requests, I am enclosing statistical data 
on Foreign Service officer promotions made since the beginning of the 
integration or so-called Wriston program; a report on career planning 
and assignment of integrated officers; statements on the current ade- 
quacy of the personnel records of integrated officers and on special 
instructions to the selection boards to assure equitable consideration 
of integrated officers; a report on the composition of selection boards 
from 1955 to date; and information on the policies and eligibility 
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requirements relating to promotion to the rank of career Minister 
and on integrated officers currently eligible for promotion to the rank 
of career Minister. 

I should like to emphasize that in the promotion, assignment, career 
development and other aspects of the personnel program of the De- 
partment, the mode of entry of a Foreign Service officer into the 
Service is not a consideration. All officers are subject to the same 
policies and regulations, which have been developed, within the frame- 
work of applicable law, to promote the best interests of the Service 
in carrying out its responsibilities i in the field of international relations. 
The Department beheves the policies and regulations are equitable 
and that progress in the Service, or lack of it, is the product of the 
performance of the individual Foreign Service officer and not of his 
mode of entry into the Service. 

The Foreign Service officer promotion system has been carefully 

developed to meet the needs of the career service. The performance, 
copabilitien characteristics, and job-related special circumstances of 
each officer are well documented in the Department’s personnel files. 
The record of each officer is augmented annually by a detailed effi- 
ciency report which is prepared by his supervisor and is reviewed by 
a more senior officer who is famihar with the reied officer’s perform- 
ance. In addition, on an average of once every 2 years each officer is 
rated, in detail, by a Foreign Service inspector. End-user reports are 
prepared annually on officers who write reports which are used within 
the Department or by other agencies. The end-user reports are 
summaries of the value, soundness, and clarity of the reports pre- 
pared by rated officers. The complete record of each officer is re- 
viewed annually, with primary emphasis being placed on recent 
performance, by a selection board composed of fellow Foreign Service 
officers senior in rank to the officer being rated and a distinguished 
representative of the American public. Particular care is taken by 
the Department to assure that the mode: of entry (e.g., integration 
and FSO-8 examination) of Foreign Service officers assigned to the 
selection boards is representative of the modes of entry of the officers 
in the classes they rate. Observers from the Departments of Labor 
and Commerce participate in meetings of the selection boards and 
advise but do not grade officers. Each officer is rated by the boards 
and is ranked competitively with officers in his class. The officers 
rated highest are promoted and those judged least useful to the Service 
are selected-out. We firmly believe that the promotion system is 
fair. It is supported overwhelmingly by the officers who are subject 
to it. 

I shall be pleased to diseuss these matters further with vou or to 
furnish any additional information you may need. 

Sincerely yours, 
Loy W. HEenperson. 
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Enclosures: 

1. Statistics on Foreign Service officer promotions (tab A). 

2. Career planning and assignment of Foreign Service officers in 
relation to the integration program, with case histories (tab B). 

Policy guidelines and process for promotion to the rank of career 

Minister ait career Ambassador (tab C). 

4. Eligibility requirements for promotion to the rank of career 
Minister and career Ambassador (tab D). 

5. Integrated officers eligible for promotion to career Minister, 
February 1960 (tab E). 

6. Instructions to selection boards (tab F). 

7. Members of selection boards (tab G). 

8. Current adequacy of performance records of integrated officers 
(tab H). 

TaB A 


Foreign Service officer promotions resulting from recommendations of the 9th through 
13th selection boards (1956-60) 





Selection board 






































te Total ¢ 
9! 10? 11? 
Number considered oe boards. .._... .p-uep--dcs--o, 9061 278) 2008.8 2,926 | 13,456 
Number rated -- > .<¢—le 7 ...--| 1,829] 2,619} 2,930) 2 2, 142 | 511,679 
Number promoted__-__-. és res aut 390 722 699 546 2, 921 
Percent rated officers promoted a learnt Reinier 21.3 27.6 23.9 25. 5 25.0 
Number Wristonees rated, by origin: 
Foreign Service Staff_. ue shana 239 566 794 514 2, 683 
Foreign Service Reserve... .... . aieneenahen unenen Ride b 29 108 123 91 438 
EDIT icctinenhhinn’: Stunt eames ppialiianenth aaa 251 525 538 479 2,317 
Total : pie nines caaktt ie 519 | 1,199) 1,455 1, 084 5, 438 
——————SS=!|—_ ES ————— 
Number Wristonees promoted, by origin: 
RN TI I iis enigrninsniencicieniasttinslnishasinietlngaeadll 0 190 120 120 626 
Foreign Service Reserve-_-_----- : ; : 0 12 14 32 73 
Department paedae Rael eg wae 1 64 56 92 304 
Total J i ‘ 1 266 190 244 1,003 
Percent rated Wristonees promoted, = origin: Te) ee ee 
Foreign Service Staff_. ; ‘ 0 33. 6 15. 1 23.3 23.3 
Foreign Service Reserve. singe 0 11.1 11.4 35.2 16.7 
SO i aircitetiina chenchinninils hws id ool 4 12.1 10. 4 19.2 13.1 
Total. edie punctate’ 0.2 22.2 13.1 22.5 18.4 
Number non-Wristonees rated_____- ein tedeiialiicia 1,310 1, 420 1, 475 1, 058 6, 241 
Number non-Wristonees promoted....._.......... 389 456 509 1, 918 
Percent rated non-Wristonees promoted uiteneddanies 29.7 32.1 34.5 28. 5 30.7 














! Classes 1 to 6 of 6-class structure existing prior to July 28, 1956. 

? Classes 1 to 7 of 8-class structure approved July 28, 1956. There were no integrated officers in class 8. 

3 Classes 2 to 7only. Promotions to career Minister had not been made at the time of preparation of this 
et There are no integrated officers in class 8. 

‘otals include classes 1 to 6 for 9th selection board, classes 1 to 7 for 10, 11, and 12th selection boards; 

and classes 2 to 7 for 13th selection boards. 

5 See explanation, attached at end of this table, of difference between number of officers considered and 
number of officers rated. 
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Foreign Service officer promotions resulting from recommendations of 13th Selection 
Board 


Total ! 
(classes 
2 





Number considered by Board 
Number rated. 

Number promoted 

Percent rated officers promoted. 


Number Wristonees rated, by origin: 
Foreign Service Staff 
Foreign Service Reserve. 
Department i 


Total... 45| 142] 26 258 | 





Number Wristonees promoted, by origin 
Foreign Service Staff 
Foreign Service Reserve. 
Department. 








Total.. 





Percent rated Wristonees ens by crigin: 
Foreign Service Staff . - bed . 12.8 | 10.4 | 25.9 
Foreign Service Reserve_.-- - ‘ . : 25.0 | 20.0 | 57.9 
Department. ‘ 11.8 | 20.0 8. 1 





Total_- ; 13.2 | 15.3 “30. 2 
Number non-Wristonees rated_- nee 188 | 235 | 166 
Number non-Wristonees promoted <> ' ‘ 30 62 60 
Percent rated non-Wristonees promoted _- A =té y 15.9 | 26.4 | 36.1 





1 See explanation, attached at end of this tab, of difference between number of officers considered and 
number of officers rated. 

2 In addition, there were 15 officers of class 1 holding appointments requiring Senate confirmation who 
were not considered by the Board. 

$ Promotions to career minister had not been made at the time of the preparation of this study; class 1 
is therefore not included in the totals. 

* These officers were appointed under the continuing lateral entry program after the Wriston program 
was completed. 
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lection Foreign Service officer promotions resulting from recommendations of 12th Selection 
Board 


FSO class 


Number considered by Board 1164 | 375 | 528!) 563) 583) 611 
Number rated ‘ ; 284 | 456 | 366) 373) 453 
Number promoted -_-_-_. sane b Sent cu dor tian 27 51 83} 143/| 214 
Percent rated officers promoted , 9.5 | 11.2 | 22.7 a 3. 47.2 7 7 





Number of Wristonees rated, by origin: 
Foreign Service Staff. 18} 103 90 | 167) 187 1 
Foreign Service Reserve ‘ 34 19 9 7 y 0 
Department : 87 | 157] 104 84 77 0 





139 | 279 {| 203 | 258} 273 


i 





Number Wristonees promoted, by origin: 
Foreign Service Staff 11 17 
Foreign Service Reserve ..................--... 
Department 


| 


| =| ses 








Percent rated Wristonees 4 wee by origin: 
Foreign Service Staff. ctinknhads ok ia det 
Foreign Service Beane... ...\-+-5-.1... 
Department 


PP 
| 





Shs 
wwe 





| 


Number non-Wristonees rated 
Number non-Wristonees promoted 
Percent rated non-Wristonees promoted 


8 





1 In addition, there were 15 officers of class 1 holding Presidential appointments requiring Senate confirma- 
tion who were not considered by the Board. 

2 See explanation, attached at end of this tab, of difference between number of officers considered and 
number of officers rated. 

3 In addition, there were 2 officers of class 1 holding Presidential eppetatmneats requiring Senate confir- 
mation who were promoted though not considered by the Selection . 


Foreign Service officer promotions resulting from recommendations of 11th Selection 


FSO class 


Number considered by Board 
pO ES a ea ae ae whdit daly . 
Number promoted 
Percent of rated officers promoted 
Number of Wristonees rated, by origin: 
Foreign Service Staff- 
Foreign Service Reserve 
Department 


Number of Wristonees epomate. by a 
Foreign Service Staff 
Foreign Service Reserve... 
Department. i 





Percent of rated Wristonees poometen, by origin: 
Foreign Service Staff 
Foreign Service Reserve 


ars 
@eCmn~ 


— 
co 
-_ 


Number of non-Wristonees rated _ - 
Number of non-Wristonees promoted 
Percent of rated non-Wristonees promoted _. 


ow 
see 


'In addition, there were 18 officers of class 1 holding appointments requiring Senate confirmation who 
were not rated. 


? See explanation, attached at end of this tab, of difference between number of officers considered and num- 
ber of officers rated, 

* In addition, there were 4 officers of class 1 holding appointments requiring Senate confirmation who were 
promoted though not considered by the Selection Board. 
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Board 








Number considered by Board... 






1114 
Number rated. 113 
Number promoted 312 
Percent or rated officers promoted 10.6 










Number of Wristonees rated, by origin: 
Foreign Service Staff ; 
Foreign Service Reserve... 
Department 





Total_. 





Number of Wristonees promoted, by origin: 
Foreign Service Staff 

Foreign Service Reserve. 

Department___ 


315 
315 


39 
1 4 
17 
87 


542 
542 

64 
Ai 8 


103 
23 
157 


FSO class 
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Foreign Service officer promotions resulting from recommendations of 10th Selection 


289 | 517) 614] 351 

286 | 510} 613 | 240 
56 | 177) 216) 158 

19. 6 34.7 * : 65. 8 
39 | 140 | 244 21 
9 8 25 0 
81 69 


129 











2, 742 
2 2, 619 


27.6 


108 
525 


1, 199 








Total_. 

















Percent of rated Wristonees brapeted, * origin: 
Foreign Service Staff E 



























mation who were not considered by the Board. 


number of officers rated. 












Number considered by Board 

Number rated. - -_- 

Number promoted. --_-...-......---- 

Percent of rated officers promoted____- 

Number of Wristonees rated, by origin: 
Foreign Service Staff. 
Foreign Service Reserve 
Department. _-_- 






ee ee terete eee ae eee tthe ene bas 
Number of Wristonees eyes, by oo 
Foreigh Service Staff ; ss 
Forest Service Reserve 
Department__. 





Total ___-- 
Percent of rated Wristonees promoses ee 77 
Foreign Service Staff ‘. 
Foreign Service Reserve____- 

Department 





Foreign Service officer promotion resulting from recommendations 
of 9th selection board 


219 
219 


FSO class 


when 0} 5.9] 2.9] 10.3 | 39.3 | 45.5 | 76.2 33.6 
Foreign Service Reserve 0 0} 8&7] 11.1 | 25.0 | 28.0 0 11.1 
Department. 0} 3.4] 25) 49] 18.8 | 20.7 | 83 12.1 

Total. - 0} 2.9] 3.2] 7.0 | 32.3 | 39.5 | 77.8 22.2 

Number of non-Wristonees rated 97 175 | 259 157 | 293 | 226; 213 1, 420 

Number of non-Wristonees promoted_.._- 12 35 55 47 107 63 137 456 

Number of rated non-Wristonees promoted... 12.4 | 20.0 | 21.2 | 29.9 | 36.5 | 27.9 | 64.3 32.1 


‘In addition, there were 8 officers of class 1 holding Presidential appointments requiring Senate confir- 
? See explanation, attached at end of this tab, of difference between number of officers considered and 


3 In addition, there were 2 officers of class 1 holding Presidential appointments requiring Senate confirma- 
tion who were promoted, though not considered by the Selection Board. 


70} 500 | 463) 239 
370 | 498 | 461 181 
41 55 163 103 
11.1 | 11.0 | 35.4 | 56.9 
40 72 103 18 

6 1 5 0 

77 78 59 3 


. | Total 









































Tete. bee ies. 82 Se 
Number of non-Wristonees rated. 
Number of non-Wristonees promoted 
Percent of rated non-Wristonees promoted 





tion who were not rated by the Board. 


number of officers rated. 














3| 54] 123) 151] 167] 21 519 
0 0 0 0 0 0 0 
0 0 0 0 0 0 0 
0 0 0 0 1 0 1 
0 0 0 0 1 Laas? 1 
0 0 0 0 0 0 0 
0 0 0 0 0 0 0 
0 0 0 0| 1.7 0 0.4 
0 0 0 0| .06 0; 02 
97 | 165 | 247) 347 | 204] 160] 1,310 
8} 2] 41} 55] 162] 103 389 
8,2 | 12.1 | 16.6 | 15.9 | 55.1 | 64.4 29.7 


! In addition, there were 6 officers of class 1 holding Presidential appointments requiring Senate confirma- 


2 See explanation, attached at end of this tab, of difference between number of officers considered and 
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EXPLANATION OF DIFFERENCE BETWEEN NUMBER OF OFFICERS CONSIDERED BY 
SELECTION Boarps aND NUMBER RaTED BY Boarps 


The variation between the number of Foreign Service officers considered by 
selection boards and the number actually rated may be explained as follows: 

(1) The 9th, 10th, and 11th selection boards considered and rated all officers 
of each class notwithstanding the fact that many were ineligible for promotion 
because of not meeting the time-in-class requirements. The exceptions to that 
rule pertained to those officers whose files did not contain sufficient documentation 
to enable boards to make accurate competitive evaluations of the officers’ per- 


formance. Of the 7,580 officers considered by these three boards, 7,378 or 97.3 
percent were rated. 

(2) The 12th and 13th selection boards considered all officers of each class, 
but rated only those officers eligible for promotion as regards the time-in-class 
requirement. The only exceptions were made in the relatively few cases where 
selections boards decided to recommend the waiver of the normal time-in-class 
requirement for promotion in which case the officers were rated. As was the 
case with the earlier boards, the 12th and 13th boards did not rate those officers 
whose files contained insufficient information to enable competitive evaluation 
of their performance. Such procedure was especially applicable to officers of 
class 8. Of the 6,047 officers considered by these two boards, 4,471 or 73.9 
percent were rated. 


Tas B 


CAREER PLANNING AND ASSIGNMENT OF FOREIGN SERVICE OFFICERS IN RELATION 
TO THE INTEGRATION PROGRAM 


In the period following the integration program, the Department’s objective 
has continued to be a unified professional Poreticn Service. A basic principle of 
career planning for those Foreign Service officers appointed through lateral entry 
examination and those appointed through class 8 examination is that there must 
be full and fair consideration of all officers for Service opportunities. Methods 
of analysis and evaluation in career planning for all Foreign Service officers are 
pointed in this direction. The pattern of career planning for lateral entrants is 
exactly that followed for all other FSO’s. Their skills, personal qualities, educa- 
tional and experience background, and their proven performance capacity are 
thoroughly inventoried. Their placement and training are planned with careful 
consideration for the full utilization of their capacities to the benefit of the Service 
and to their own advantage careerwise. 

Similarly, specific assignments are made with the objective of filling each 
vacancy with the best qualified officer available, regardless of his mode of entry, 
utilizing to the fullest extent the carefully develo career plans. A statement 
on this assignment process recently was furnished to the Committee on Foreign 
Relations and is printed in the hearings on 8. 15, 8. 109, S. 730, 8. 443, 8. 2233, 
S. 106, S. 1044, S. 2232, and S. 1502, July 6 and 15, 1959, beginning on page 191. 

A major difficulty in career planning in the past has been that of getting more 
complete information on lateral entry appointees in order to assure them fair 
comparisons with the qualities, abilities, and performances of those appointed 
through the open competitive examination process. Information of this. kind 
must, of necessity, be acquired gradually as integrated officers are assigned into 
different work situations at home and abroad. ut this problem is rapidly dis- 
appearing as most “lateral entry’’ officers now have performance and efficiency 
reports covering 5 years or more. 

The career planning process is concerned with an officer’s ability to serve at 
home as well as to adapt to life abroad, and also with the background, talents, 
and interests each officer may bring to the Foreign Service—but not with his 
mode of FSO entry. Some officers who came in through the open competitive 
examination may be found to be most suitable for highly specialized development; 
whereas the reverse could be true, as it has been in a number of instances, for 
those who entered the Service by lateral entry. For the Department and for 
some officers there are remaining problems of adjustment on the part of both 
groups. But these problems may be attributed, in part, to the inevitable transi- 
tional period accompanying such a major change in the Foreign Service and, im 
part, to individual differences. 

_For many lateral entry appointees eramey former staff officers), integra- 
tion into the Foreign Service Officer Corps has represented a change in official 
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status, not a major change in the type of work performed. Functionally, many 
have remained what they were—visa officers, budget and fiscal officers, general 
services officers, etc.—and in many instances they have no desire to change their 
occupational specialties even were they qualified to do so. On the other hand, 
other lateral entry appointees have welcomed the opportunity integration has 
afforded for broadening assignments in the foreign field. For those who were 
departmental officers prior to integration, the dual task of finding their replace- 
ments and of assigning them to appropriate field positions has already been 
accomplished. 

In both career planning and in determining individual assignments each officer 
is considered individually on his own merits. What is deemed best from the 
standpoint of Service needs and the development of the individual! officer, taking 
into consideration his likes and dislikes and his demonstrated record of perform- 
ance and aptitude, is projected for his future. 

From the typical case histories on 10 integrated officers which follow, it may 
be seen that there are wide variations in the backgrounds, performances, interests, 
and potentials of such officers. Mr. A, for example, illustrates the typical case 
of an officer integrated at a high level who has already progressed to a higher 
position of program direction responsibilitv. On the other hand, the case of 
Miss E affords an example of another typical officer who is a skilled technician 
in a particular functional field but who has no interest or desire to move into 
other kinds of work and whose greatest usefulness to the Service lies in her con- 
tinued assignment in her field of major competence. However, it should also be 
noted that both of these officers possess aptitude for further advancement, and 
this is so recognized in the career planning, training, and assignments programs. 

Attuchment: Typical case histories of integrated officers. 


TyprcaL Case HIstrorrEs oF INTEGRATED OFFICERS 
OFFICER A: PRIMARY FUNCTIONAL FIELD, PROGRAM DIRECTION 


Before being integrated as an FSO-2 in August, 1954, Mr. A served for a period 
of 13 years in the Department and in military service capacities overseas. He was 
in the Division of United Nations Economic and Social Affairs between 1946 and 
1953 serving during that period as a member of several U.S. delegations to inter- 
national conferences. Then after serving for 15-months as officer in charge of the 
Division of Economic Affairs, he was detailed to another Federal agency where 
he was engaged in sensitive intelligence affairs over a period of 2% vears. He 
returned to the Department as a member of the Inspection Corps in 1956, remain- 
ing in that position until mid-1957 when he was assigned to a post in southeast 
Asia as deputy chief of mission. There, he continued to perform in the superior 
manner which has characterized his work in the Department and in other Govern- 
ment jobs since the beginning of his career in public service. He was promoted 
to FSO-1 in 1958. 

As a highly promising officer who has earned advancement, Mr. A has, since 
integration in 1954, been given assignments of increasing responsibility designed 
to broaden his knowledge of the Foreign Service and provide him with field opera- 
tions experience. Although his assignment to the southeast Asian post was his 
first service abroad in regular Foreign Service work and it was in some ways & 
difficult one for an integrated officer, he seems to have been successful in adapting 
to the Service and to local conditions and to have exhibited unusual ability in the 
field of representation. Mr. A evinces great interest in the Foreign Service and is 
desirous of undertaking another foreign assignment. It is highly indicative of the 
excellence of his past performance and his anticipated potential for higher respon- 
sibility that he was selected for the senior officer’s course in 1959. 


OFFICER B: PRIMARY FUNCTIONAL FIELD, ECONOMIC AFFAIRS 


Mr. B worked overseas as an editor, freelance writer and a foreign correspondent 
before joining the Foreign Service as an auxiliary officer in Buenos Aires in 1942. 
Since then, except for 2 years in military service and a year or so in private 
business, he has been occupied largely in economic and commercial affairs. From 
1949 to 1956, he served in the Department, rising to the position of branch chief 
in the Trade Agreements and Treaties Division by 1953. In 1956, he was inte- 
grated as an FSO-3 and the following year he was promoted to FSO-2, his present 
class. 

Mr. B’s record has been a very good one and has justified his selection for the 
Neval War College l-year course of academic studies (1957-58) and his assign- 
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ment in 1958 to a post in southeast Asia as counselor for economic affairs. As an 
integrated officer, he has brought to the Service a wide background in journalism, 
in private industry, in the economic area of the Department and in law—all 
important tools, especially useful in economic negotiation with foreign govern- 
ments. 

Mr. B appears to have enjoyed his first assignment as a Foreign Service officer 
and to have adapted himself well to the conditions at his post. There is every 
reason to believe that he will continue to advance toward positions of higher 
responsibility in the Service. 


OFFICER C: PRIMARY FUNCTIONAL FIELD, ADMINISTRATION 


Mr. C’s background experience with the Federal Government began in 1942 
and has encompassed responsible work in personnel administration and organiza- 
tion and methods functions. He served in the Navy during World War il and 
between 1950 and 1955, when he was integrated as an FSO-—4, he served in the 
Department in two major capacities—budget work and international administra- 
tion. He was assigned as administrative officer to a northern European post in 
1956 and though he was keenly disappointed to be assigned to an administrative 
position at his first Foreign Service post, he accepted the duty with character- 
istic good grace and turned in a thoroughly superior and effective performance. 
Since 1958, Mr. C has served in an administrative capacity in the Department as 
an executive director of a bureau and as a post management officer. He was 
promoted to FSO-3 in 1957. 

The officer’s excellent background plus his superior performance record in a 
variety of tasks to date suggest that he has considerable potential for develop- 
ment not only in the field of administration but also in areas of broader responsi- 
bility. Mr. C aspires to develop his knowledge and experience toward important 
responsibilities both in the field and the Department and to acquire experience in 
political affairs via a transitional assignment as principal officer of a small to 
medium consulate. These aspirations are believed to be reasonable and attainable. 


OFFICER D: PRIMARY FUNCTIONAL FIELD, INTERNATIONAL ORGANIZATION AFFAIRS 


Mr. D came into the Foreign Service as a Reserve officer in 1948 after working 
for a time as a publisher’s clerk and during World War II as a public relations 
officer in the Marine Corps and serving 4 years as editor of a medical journal and 
2 years as an editor of Life. From then until 1954, he engaged in public affairs 
work at three consecutive European posts, being then recalled to Washington for 
duty in USIA in the field of Soviet orbit affairs. In 1955 he was integrated as 
an FSO—4 and given an assignment in United Nations political affairs. In 1956 
he applied for university training and was given an academic year of graduate 
studies in economics and labor at Cornell University. Upon the completion of 
this training, he went to a Near Eastern post as a labor officer, returning to the 
Department in 1959 to take another assignment in international organization 
affairs. He was promoted to class FSO-3 in March 1959. 

Mr. D's record has been a good one notwithstanding the fact that at various 
times he has shown some signs of impatience at the lack of luster of jobs to which 
he has been assigned and has exhibited some disappointment at his apparent lack 
of progress in the Service. He is believed to be basically well motivated and 
adjusted to the Foreign Service and to have a good potential for development 
toward positions of higher responsibility. 


OFFICER E: PRIMARY FUNCTIONAL FIELD, CONSULAR AFFAIRS 


Prior to entry into the Foreign Service in 1945, Miss E worked for several years 
in other Federal agencies. Then, first as a clerk and later as a commissioned 
officer, she served during a period of 12 years in the Far East, the Department and 
Europe before being integrated as an FSO-6 in 1957. Throughout her service to 
date, except for 2 years of duty in the Department in personnel work, she has been 
engaged in consular affairs, especially visa and citizenship work. Since integra- 
tion, she has continued in this field completing one assignment in the Far East 
and assuming a new one at a Canadian post. 

A veteran consular officer, Miss E has no desire or interest to leave her field of 
specialization and she will in all probability remain in it to the end of her career. 
She was promoted to FSO-5 in 1959 and on the basis of her competence in the 
consular field and her superior record of performance she has good prospects for 
further advancement. 
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OFFICER F: PRIMARY FUNCTIONAL FIELD, POLITICAL AFFAIRS 


After serving in the Army and as a civil censor in the Far Eastern theater, Mr. 
F joined the Department in 1949 and spent the next 6 years in the intelligence 
research area of the Department working in the field of southeast Asia and Far 
Eastern affairs. He was integrated in 1955 as an FSO-4 and dropped to FSO-5 
with the reclassification of Foreign Service officer grades. On the basis of his 
specialized area experience and his educational background, which features a 
degree in international affairs and specialization in the Far East, he was made 
a Japanese language trainee and assigned to duty in Japan where he continues to 
serve. He was promoted to FSO-—4 in 1958. 

Since his integration, and aside from his language studies, Mr. F has been 
engaged in political analysis and reporting activities. He is very happy in this 
field of work and is turning out a top-notch performance. With his well-earned 
standing as a Far Eastern specialist and technician in the political field, Mr. F 
has every prospect of advancing to positions of program direction responsibility. 


OFFICER G: PRIMARY FUNCTIONAL FIELD, LABOR AFFAIRS 


After 14 years employment in the Department of Labor, Mr. G was transferred 
to the Department of State in 1949 and assigned to a post in South America as 
labor attaché. Turning in a very creditable performance there, he was in 1952 
assigned to Germany where he was responsible for forming and maintaining 
U.S..policy during intergovernmental negotiations over labor matters. He was 
integrated as an FSO-3 in 1955 and has since served in three Latin American 
countries as a labor and economic reporting officer with the rank of counselor. 
He is presently assigned as labor attaché at an important and sensitive post. 

Mr. G is an intelligent, mature, seasoned officer who has invariably turned in 
a good to superior performance in all jobs to which he has been assigned. Though 
not brilliant and handicapped on account of his age of 55 from becoming a career 


minister, he has good prospects for advancement to FSO-—2 and possibly FSO-1 
before mandatory retirement. 


OFFICER H: PRIMARY FUNCTIONAL FIELD, INTELLIGENCE RESEARCH 


Mr. H served as an economist and for a period as aa agricultural specialist dur- 
ing the 5 years he worked for other Federal agencies before entering the intelligence 
research area of the Department of State in 1946. There, he served for 10 years 
as an economist doing economic intelligence research before he was integrated 
in 1955 as an FSO—4 and assigned to a post in southeast Asia as economic officer. 
Upon the completion of this tour of duty, he was assigned toa large post in western 
Europe where he is one of two officers on a sma!l specialized staff engaged in 
economie (agricultural) reporting and representation and matters relating to 
international trade and commercial policy. He was promoted to class FSO-3 
in Mareh 1960. 

Mr. H has consistently performed at the superior level and has adjusted him- 
self in a highly satisfactory manner to the conditions and requirements of Foreign 
Service life. Prospects for his future advancement are considered very good. 
In view of his functional specialization as an intelligence research economist and 
economic reporting officer, it is likely that he will continue to serve in this sphere 
while progressing toward related positions of program direction responsibility. 


OFFICER I: PRIMARY FUNCTIONAL FIELD, COMMERCIAL AFFAIRS 


Mr. I entered the Foreign Service in 1945 and was assigned as an auxiliary vice 
consul to a southwestern Asian post serving there until 1948 in both the consular 
and economic sections. He was then given a year’s detail to the Department of 
Commerce where he prepared Foreign Service reports for publication. From 
1950 to 1957 he served at two Latin American posts doing commercial and eco- 
nomic reporting and representation. In 1957 he was chosen to take an academic 
year of advanced economic training at the University of Wisconsin. Following 
this training he was assigned as Chief of the Economic Section to the South 
American post where he presently is serving. He was integrated as an FSO-—4 in 
1955 and was promoted to class FSO-3 in March 1960. 

An energetic and industrious officer, Mr. I has a good, solid record of per- 
formance. Though his reporting has been criticized as being factual rather than 
analytical, he has earned generally high ratings. His goal is to become an author- 
ity on commercial and economic matters pertaining to Latin America and to serve 
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as economic counselor of an Embassy. These aspirations are believed to be 
reasonable and attainable. Mr. I has a good attitude toward the Service and has 
shown willingness to accept whatever assignments he is given. 


OFFICER J: PRIMARY FUNCTIONAL FIELD, PUBLIC AFFAIRS 


In 1946, at the age of 45, Mr. J entered the service of the Department of State 
as an information specialist. By 1956, or 10 years later, when he was integrated 
as an FSO-3, he had progressed through several positions in the area of public 
affairs to be deputy chief of a division. After integration, he continued to serve 
in the Department first as Chief of the Public Services Division and then as a 
deputy examiner in the Board of Examiners for the Foreign Service. In 1959, he 
was assigned to a small post in South America as principal officer. 

In view of his age, which is within 2 years of the mandatory age of retirement, 
it is unlikely that Mr. J will receive another assignment. The fact that his 
performance record has been uniformly at the superior level suggests that he has 
good prospects to be promoted one grade before his retirement in 1963. 


Tas C 


Poticy GUIDELINES AND PROCESS FOR PROMOTION TO THE RANK OF CAREER 
MINISTER AND CAREER AMBASSADOR 


In reporting on the policy guidelines and process by which the eligibility re- 
quirements for promotion to the rank of career minister and career ambassador 
are drafted, it is appropriate to refer to the laws and legislative history relating to 
the two classes. 

The Foreign Service Act of 1946, as amended, provides: 

‘The President shall, by and with the advice and consent of the Senate, appoint 
ambassadors and ministers, including career ambassadors and career ministers”’ 
(sec. 501 (a)). ; 

‘The Secretary shall, on the basis of recommendations made by the Board of 
the Foreign Service, from time to time furnish the President with the names of 
Foreign Service officers qualified for appointment to the class of career ambassador 
and class of career minister together with pertinent information about such officers, 
but no person shall be appointed into the class of career minister who has not been 
appointed to serve as a chief of mission or appointed or assigned to serve in a 
position which, in the opinion of the Secretary, is of comparable importance. 
A list of such positions shall from time to time be published by the Secretary. 
No person shall be appointed into the class of career ambassador who has not (1) 
served for at least 15 years in a position of responsibility in a Government agency 
or agencies, including at least 3 years as a career minister; (2) rendered excep- 
tionally distinguished service to the Government; and (3) met such other require- 
ments as the Secretary shall preseribe’’ (sec. 502(a)). 

‘“‘No person shall be eligible for appointment to the class of career ambassador 
or career minister who is not a Foreign Service officer’’ (sec. 518). 

The class of career minister was established by the Foreign Service Act of 1946 
to provide recognition within the career service structure for service in certain 
key positions, including those of chief of mission, counselor at the most important 
capitals, consul general at the most important consular posts, and positions of 
marked responsibility in the Department. It also was designed to permit easier 
interchangeability of high-ranking officers in top posts in such cases as transfer 
of a chief of mission at a smal] post to a subordinate but more responsible position 
at a larger post or in the Department. 

With this background, the Board of the Foreign Service, in line with its statu- 
tory responsibility for making recommendations to the Secretary on Foreign Serv- 
ice officers qualified for appointment to the class of career minister, established a 
standard for the class which requires that the class shall be a limited group of 
those Foreign Service officers who have shown themselves to be the ablest in 
discharging the most responsible and difficult duties connected with the conduct 
of the country’s foreign relations and who shall be qualified and available for 
interchangeable assignment to the most important positions in the field or in 
Washington. It is to be noted in this connection that the Board of the Foreign 
Service established a policy that promotion to class FSO—1 should be looked upon 
as the pinnacle of achievement in the development of a normal career in the 
Foreign Service and that the classes of career minister and career ambassador will 
be reserved for those few truly outstanding and senior officers who have rendered 


‘ 
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exceptionally distinguished service and who are the most capable of assuming the 
highest level positions at posts abroad and in the Department. 

The regulations pertaining to promotion to the class of career minister were 
drafted after analysis of the aforementioned law, legislative history, and policy 
determinations and were endorsed by the Board of the Foreign Service and 
approved by the Deputy Under Secretary for Administration under authority 
delegated to him by the Secretary. The current regulations are published in 
volume 1, part IV, of the Foreign Service Manual, as follows: 


“151.12 Policy 


‘“‘c. The class of career minister will be reserved for those relatively few officers 
from class 1 who have consistently demonstrated outstanding ability in dis- 
charging the most responsible and difficult duties connected with the conduct of 
the Nation’s foreign affairs and who, usually after attaining the age of 50 years 
or more, are qualified and available for interchangeable assignments to the most 
important positions in the field and to key departmental positions up to and 
including those at the Deputy Under Secretary level.’ 


“151.22 Promotion from class 1 


“In order to be eligible for consideration for promotion to the class .of career 
minister, a Foreign Service officer of class 1 shall have served at least 3 years in 
class and shall have served, while an officer of class 1, as chief of mission or in a 
position comparable in importance. (See 1 FSM IV 151.23.)” 


“151.23 List of positions comparable in importance to that of chief of mission 


‘The following positions have been designated as comparable in importance to 
that of chief of mission: 
Field service: 

Deputy chief of mission at class I missions. 

Deputy chief of mission at class II missions. 

Consul general: Paris, London, Mexico City, Rome, Algiers, Geneva, Hong 
Kong, Montreal, Sao Paulo, Singapore, Salisbury, Lagos, Damascus. 

Economie counselor: Paris, London, Bonn, Rio de Janeiro, Tokyo. 

Assistant chief of mission: Berlin. 

Departmental service: 

Deputy Under Secretaries. 

Assistant Secretaries. 

Counselor of Department of State. 

Director General of the Foreign Service. 

Administrator, Bureau of Security and Consular Affairs. 

Inspector General. 

Director of Intelligence and Research. 

Foreign Service Inspector (when filled by FSO-1). 

Deputy Assistant Secretaries. 

Deputy Director of Intelligence and Research. 

Deputy Administrator, ORM. 

Chief of Protocol. 

Deputy Administrator, SCA. 

Director, Executive Secretariat. 

Special Assistant for Disarmament and Atomic Energy Affairs. 

Senior Member, Policy Planning Staff (when filled by FSO-1). 

Operations Coordinator. 

U.S. Representative, Inter-American Economie and Social Council. 

Director, FSI. 

Director, senior officer training course, FSI. 

Positions of special assistant to the Secretary, to the Under Secretary, to the 
Under Secretary for Economic Affairs or to the Deputy Under Secretaries 
(when filled by FSO-1). 

Mutual Security Evaluation Officer (when filled by FSO-1). 

Other agencies: 


Positions in other executive departments comparable in rank to that of 
Deputy Assistant Secretary. 








‘the 


were 
licy 
and 
rity 
d in 


icers 
dis- 
ct of 
rears 
nost 
and 


areer 
rs in 
ina 


ce to 


{ong 


o the 
aries 





ADMINISTRATION OF THE DEPARTMENT OF STATE 105 


Director, Bureau of Foreign Commerce— Department of Commerce. 

Deputy Director, ICA. 

Regional Director, ICA. 

rao Assistant Secretary General for Political Affairs, NATO International 
Staff. 

Executive Officer, OCB. 

Deputy for Foreign Affairs, National War College. 


” 


The Board of the Foreign Service serves as a Selection Board to recommend 
to the Secretary those eligible officers whom the Board considers merit promotion 
to the class of career minister. To assist the Board in this connection a panel 
of not less than three officers of the Department or the Foreign Service of a rank 
no lower than career minister or Assistant Secretary makes a study of eligible 
officers and presents recommendations to the Board. 

The class of career ambassador was established by Public Law 250, 84th Con- 
gress. The report of the House Committee on Foreign Affairs which accom- 
panied 8. 2237, as amended by the House (enacted as Public Law 250), stated 
the committee believed the creation of the new rank would give additional 
prestige and dignity to the Service and make it more attractive as a career. In 
testimony on the bill before the House committee, the Department’s witness 
stated that no more than 8 or 10 officers would serve in the new class at any one 
time. 

The law and legislative history relating to the class of career ambassador 
clearly indicate that the rank should be accorded to a very small number of 
officers who have rendered exceptionally distinguished service, including service 
with greatest distinction in the class of career minister and as chief of mission 
or in comparable positions. 

The Board of the Foreign Service approved policies (1) making the legal re- 
quirements for appointment to the class of career ambassador the minimal re- 
quirements only; (2) establishing a Career Ambassador Review Board, composed 
of high level officers of the Department and Foreign Service who have firsthand 
knowledge of the services rendered by officers eligible for promotion to the class, 
evaluate the qualifications and service of eligible career ministers and to sub- 
mit to the Board of the Foreign Service the names of all such officers considered 
to be in all respects worthy of such appointment; and (3) providing that the 
Board of the Foreign Service shall review the recommendations made by the 
Career Ambassador Review Board and submit the list of officers recommended 
for promotion to the Secretary with such recommendations or comments which it 
deems appropriate. 

Regulations pertaining specifically to promotions to the class of career am- 
pager are published in volume 1, part [V, of the Foreign Service Manual, as 

ollows: 


“151.12 Policy 

“‘d. The class of career ambassador, as the highest honor available to the 
career Foreign Service, will be limited, in terms of the number of officers on 
active duty at one time, to not more than 10 officers from the class of career 
minister who have rendered exceptionally distinguished service to the Government 
which, when compared with that rendered by all other worthy officers, justifies 
according them this distinction. Otherwise qualified officers will normally not 
be advanced to the class of career ambassador prior to reaching their late fifties.’’ 
“151.2 Eligibility 

“151.21 Promotion from class of career minister—In order to be eligible for 
consideration for promotion to the class of career ambassador, a Foreign Service 
officer of the class of career minister shall: (a) have served at least 15 years in a 
position of responsibility in a Government agency, or agencies, including at least 
3 years as a career minister, (b) have rendered exceptionally distinguished service 
to the Government, and (c) have served at least 5 years as a chief of mission or 
& minimum of 3 years as a chief of mission and the remainder of the 5 years in 
positions of comparable importance. (See 1 FSM IV 151.23.)” 
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Tas D 


Do THE Exicisitiry REQUIREMENTS FOR PROMOTION TO THE RANK OF CAREER 


MINISTER AND CAREER AMBASSADOR DISCRIMINATE IN ANY Way IN Favor 
or Non-WRISTONEES? 


The Department believes that from the long-range point of view the eligibility 
requirements for the two top classes in the career structure do not discriminate 
in favor of either pre-Wriston or integrated Foreign Service officers. This belief 
is based on the experience of the Department with the promotion-up or selection- 
out system of the Foreign Service under which over a period of years the most 
able officers, without regard to their mode of entry, have risen to the most senior 
positions in the Service and officers whose services have been most distinguished 
have won promotion to the highest classes. 

In the short run since the completion of the integration program, the eligibility 
requirements for promotion to the two top classes have tended to work in the 
favor of pre-Wriston Foreign Service officers. The advantage of the pre-W riston 
officers in this respect can be traced primarily to three factors. First, in line with 
section 518 of the Foreign Service Act no officers were integrated at the rank of 
career minister or career ambassador. Second, only those officers in the highest 
salary step of GS-16, officers in grades GS-17 and --18, and Foreign Service 
Reserve officers of class 1 were eligible for appointment to class FSO-1 under the 
integration program and only 20 officers were integrated at class 1. Third, 
officers integrated at class I were subject to both the statutory and regulatory 
eligibility requirements, including time in class requirements, for promotion to 
the class of career minister. In connection with this last factor, it is noted that 
the first list of officers eligible for promotion to career minister which included the 
names of integrated officers was the list from which the February 1959 promotions 
were made. No integrated officers have been promoted to the class of career 
ambassador or career minister to date. Ten integrated class 1 officers currently 
are eligible for promotion. 

The Department believes the eligibility requirements for promotion to career 
ambassador and career minister are appropriate and that the requirements should 
not be lowered for the purpose of making more integrated officers eligible for 
promotion to the two classes. To lower the standards, we believe, woulc be 
detrimental to the long range interests of the Service. 


Tas E 


INTEGRATED OrFriceRs ELIGIBLE FOR PROMOTION TO CAREER MINISTER, FEBRUARY 
1960 
Name Origin 
. Armstrong, W. Park, Jr_..___.._.._....._.. Departmental service. 
. Atwood, Rollin 8__- ee =e Do. 
3. Barrows, Leland - ve ” : Do. 
. Brown, W inthrop G____________.______. Foreign Service Reserve. 
. Cale, Edward G- _.......------- Department service. 
: Kennedy, Donald D_- eee Foreign Service Reserve. 
. Lacy, W illiam 8. B__ Peete Departmental service. 
. Martin, Edwin M__-_- Te __. Foreign Service Reserve. 
. Vass, Laurence C_ ‘ Ae Departmental service. 
. Wainhouse, David W 


INSTRUCTIONS TO FoREIGN SERVICE OFFICER SELECTION BoaRps 


Following are the precepts to the 13th Selection Boards and a copy of the 
September 2, 1959, address by Mr. Loy W. Henderson to the Boards. omments 
and instructions to the boards relating to evaluating and rating the performance 
of integrated officers have been marked in ink on pages 6, 7, 12, and 13 of the 
precepts and on pages 3, 4, 5, 6, and 7 of the address by Mr. Henderson. 
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AppDREss OF WELCOME By Mr. Loy W. HENDERSON TO THE 13TH SELECTION 
Boarps, SEPTEMBER 2, 1959 


Selection Board members, observers, ladies, and gentlemen, I am happy to 
have the privilege of expressing both for the Secretary and myself our gratification 
for your attendance at this meeting. 

I can assure you that the activity which you will commence today is one of 
the most important undertakings of the Department of State—important both 
to Department officials and to the members of the Foreign Service Officer Corps. 

Department officials will rely upon your judgment as to the relative merit of 
every Foreign Service officer in terms of both promotion and separation. The 
officers themselves rely upon you to make a careful appraisal of the performance 
records of each one of them and to arrive at the fairest human judgment possible 
in terms of their respective merits as compared to other members of their respect- 
ive classes. The officers whom you will judge are scattered to the far corners of 
the earth. They undertake their assignments willingly in the firm belief that 
the men and women who serve on the Selection Boards, both members of the 
Officer Corps and public members, will exercise the greatest diligence in reading 
every record completely to the end of arriving at the most objective and impartial 
judgment possible. 

The Secretary, the members of the Board of the Foreign Service and those of 
us whose daily concern is the administration of the Foreign Service, all have the 
deepest concern with respect to the findings which will be the result of your work. 
When Selection Boards recommend wisely, the actions taken based upon their 
findings will result in advancement of the most deserving, thus constantly improy- 
ing the Officer Corps, a corps upon which the Secretary, the President, and the 
Nation may rely with full confidence in the furtherance of our foreign policy. 

The precepts which will be given to you today will appear to be rather lengthy 
and to contain considerable detail. In fact, they could be boiled down to one 
sentence “Compare the performance record and qualifications of each man with 
his competitors in class and rank him aecordingly.”’ An officer who has performed 
well in his present class may not have the qualifications to meet the demands 
which a higher class will make upon him. On the other hand, superior qualifica- 
tions should not entitle an officer to a higher rank unless accompanied by superior 
performance. Due credit should be given to an officer who not only is performing 
pe but also is systematically and conscientiously taking steps to raise his quali- 

cations. 

The members of the board in discharging their duties should continuously bear 
in mind the fact that the Foreign Service jis a career service in the sense that those 
who enter it do so with the understanding that they will have the opportunity, 
over the course of the years, to attain a level in it consistent with their merit. 

A young officer entering the Service at the bottom should have the right to 
expect that by capable performance, past and current, and by developing his 
capabilities to meet ever greater responsibilities, he will be able gradually to move 
in the direction of the top of the Service. Similarly, an officer who has been se- 
lected laterally in the Service should have the right to expect that the experience 
which he has gained and the qualifications which he has acquired before entering 
the Service, plus superior performance and improvements gained within the 
Service, will enable him also to go up the Service ladder. 

The opportunities for officers possessing merit to move steadily toward the top 
would become limited if any considerable number of the senior positions of the 
Service should pass to officers who would be likely, in view of their age, to con- 
tinue to hold them for a long term of years. In the selection of officers for promo- 
tion, therefore, depth of experience and maturity should be considered as im- 
portant not only from the point of view of the officer individually, but from that 
of the structure and promotion possibilities of the Service. 

The detailed instructions are given simply to provide you with helpful guidelines 
which your predecessors in this work have found to be useful. You will probably 
spend the rest of this day studying the precepts and mastering the other instruc- 
tional material with which you will be provided. I shall, therefore, endeavor to 
limit my remarks to brief comments on just a few matters. 

With respect to promotions, the Department adheres to the rank order lists 
which you will produce; recommendations for promotion are made in the order 
that names appear on these lists. A separate system has been established for the 
selection of officers to be given the rank of career minister of the United States. 
In this selection the ratings of the A board are one of the decisive factors. 
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1 would be remiss if I did not tell you that several committees of Congress may 
scrutinize closely the results of your labor. While Members of Congress have 
always had a general interest in selection board results, in recent years they have 
expressed a particular and specific interest in the judgments which the selection 
boards reach with respect to the many new officers who have entered the corps 
through integration. 

In 1955 the boards found it difficult to rate many of the integrated officers 
because of the inadequacy of their performance records. The Department has 
subsequently made strenuous efforts to overcome this problem. I trust that you 
will find that the information supplied by the officers themselves at our request, 
as well as the special rating officers’ reports and inspectors’ reports we have pro- 
vided, will make it possible for you fairly to give due consideration to the merits 
and qualifications of those who have entered the Service laterally during recent 
years. 

I should also like to emphasize the fact that in view of the multiplicity of func- 
tions which members of the Service are now called upon to perform, it is no longer 
possible for any officer to be considered as “‘an all-around officer’ qualified to 
hold any position in the Service. We must face squarely the fact that some of 
our most valuable Foreign Service officers are those who have specialized in a 
single type of work and who have not developed the qualifications to perform work 
of a more general character. Some of them have not had an opportunity to 
demonstrate whether or not they have the ability to perform work of a more gen- 
eral character because they have been and are so urgently needed in the field of 
their specialty. Some may be called upon to spend their whole career in their 
specialty fields. It is therefore of importance to the Service that the selection 
boards do not give an officer a lower rating merely because he has not demon- 
strated that he is able to perform what is usually regarded as the “regular work”’ 
of the Foreign Service. Neither should he be given a lower rating merely because 
he has not had an opportunity to serve abroad or because he has not had an oppor- 
tunity to serve in the Department. Many officers have shown a spirit of dedica- 
tion in continuing to carry out necessary functions of the Service which have no 
glamour or which are not of a nature to attract attention to themselves. Care 
should be taken to see that the value of services of this kind are not overlooked. 

I also hope that you will take special note of section 3F(4) of the precepts. This 
section calls particular attention to the situation in which a number of former 
Foreign Service Staff officers who have been integrated into the Service during 
the last 12 months find themselves. It was the policy of the Department that 
this particular integration process should not involve promotions; that the Staff 
officers involved should be transferred to the Foreign Service Officer Corps at 
their present salary levels. As a result, a number of these officers who, because 
of the existing restrictions, have not been promoted for a number of years in the 
Staff Service have been integrated at the ceiling ingrade levels into the appro- 
priate Foreign Service Officer class. Unless exceptions are made with respect to 
these officers, they will not be eligible for promotions to a higher class for a period 
of at least 2 years. Neither will they be in a position to receive ingrade promo- 
tions because they are already at the top grade of their respective classes. It is 
suggested that the records of these officers be studied carefully with a view to 
determining whether or not as a matter of equity some of them should be recom - 
mended for immediate promotion in spite of their short tenure as Foreign Service 
officers. 

In conclusion, allow me to say that I know the task you face involves a lot of 
hard work and drudgery, but I am confident that you will complete it with the 
same pride of accomplishment which every former board member has had. 
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No. 276 


Jo reign Souicetbacular 


August 28, 1959 


SUBJECT: Precepts for the Thirteenth Selection Boards 


This circular transmits the Precepts for the Thirteenth Selection 
Boards, approved by the Board of the Foreign Service and the 
Deputy Under Secretary for Administration on August 20, 1959. 
Substantive changes in the Precepts are as follows: 


a. The language relating to seniority for rating purposes is clarified; 


b. Increased emphasis is placed on the importance of initiative and 
language proficiency; 


Boards are admonished to disregard previous Board ratings; 
The importance of specialists is stressed; and 
Attention is directed to the problem of certain integrated officers 
unable to receive periodic step-increases until promoted to the 
next class, 
The Thirteenth Selection Boards are scheduled to convene on 
September 2, 1959. 


Enclosure: 


As stated, 


CANCELLATION 
Foreign Service Circular 


No. 251, dated August 28, 
1958, is hereby canceled, 


State - FD, 
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PRECEPTS 
for the 


THIRTEENTH SELECTION BOARDS 


Members of Selection Boards A, B, C, D, E, F and G. 


Authority and Member ship 


Under the authority vested in him by section 623 of the Foreign Service Act of 
1946, as amended, the Secretary of State has designated you as members of 
the Foreign Service Officer Selection Boards for 1959. 


Assembly and Orientation Meeting 


You have been assigned to undertake the important responsibilities delegated to 
you by the Secretary of State. The manner in which you discharge these 
responsibilities will have a pronounced effect upon the morale and effectiveness 
of the Foreign Service in the years ahead. , 


















The first day will be devoted primarily to acquainting you with your responsi- 
bilities and the procedures to be followed in carrying them out. You will also 
have the opportunity to organize your respective Selection Boards. 


Oaths of Office 


A, Oath of Office for Selection Board Members 





“i, » do solemnly swear (or affirm) that I will, 
without prejudice or partiality, and having in view the special qualifi- 
cations of officers and the general interests of the Foreign Service, 
perform the duties imposed on me as a member of a Selection Board; 

and that I will preserve the confidential character of the personnel records 
used by the Board, as directed by Section 612 of the Foreign Service Act 
of 1946, as amended; and that I will not reveal to any person information 
concerning individual officers of the Foreign Service taken from their 
records or which is the subject of discussion in any Selection Board 
meeting; and that I will not divulge to anyone, except to members of the 
present Board and persons assigned by the Chief of the Personnel Oper- 
ations Division to work with the Boards, how members of the Board voted 
or the ratings given to individual members of the FSO Corps, nor the 
substance of other recommendations made by the Boards. So help me God." 


















Oath of Office for Observers 











oR, » do solemnly swear (or affirm) that I will 
not divulge to anyone how members of the Selection Boards voted or the 
ratings given to individual members of the FSO Corps; nor will I reveal 
to anyone information taken from the personnel records of these officers, 
or the subject matter of any discussion or recommendation of any 
Selection Board. So help me God," 


t of 
of 


‘ed to 


eness 


isi- 
also 


the 
per- 
voted 


e God." 


will 

the 
veal 
icers, 


ADMINISTRATION OF THE DEPARTMENT OF STATE 113 


Selection and Responsibilities of the Chairman of Each Selection Board 


Immediately following the convening of each Selection Board, the members 
thereof will elect one of its members to serve as Chairman. It shall be the 
responsibility of the Chairman of each Selection Board to coordinate the 
activities of his respective Board; to certify the findings of the Board; to 
represent the Board in meetings with the Chief of the Personnel Operations 
Division or his designated representatives; and to perform such other specific 
functions as are stipulated elsewhere in the Precept. 


Functions of Observers 


Designated observers or their alternates from the Departments of Commerce, 
Labor, and State are authorized to sit with the Boards. Observers shall have 
access to the personnel records of the officers under consideration and shall be 
free to listen to and participate in the discussion of individual cases. Al- 
though having no vote, they shall be given every facility to observe the con- 
ference and voting sessions of the Boards. 


Responsibilities of the Performance Evaluation Branch 


The Performance Evaluation Branch will, in every way possible, assist the 
Selection Boards in the fulfiliment of their task. In particular, the Branch 
will provide clarification of questions concerning the existing policy governing 
the promotion of Foreign Service officers, interpretation of the Precepts, and 
advice on procedures. A primary responsibility of the Branch is that of 
ensuring that the Selection Boards have available to them all existing 
information relating to the manner in which individual officers have carried 
out their duties and responsibilities. The Branch will also arrange for 
providing the Boards with the necessary clerical assistance. 


General Directives to All Selection Boards 

A. Officers to be Rated 
Each Selection Board is charged with the responsibility for evaluating _ 
the performance records of all officers in the class or classes assigned 


to it. 


As the result of the Secretary's Integration Program, the several classes 
will include the following groups of officers: 


I. Foreign Service officers who held such appointments prior to 
August 1, 1954, or who have since that date entered through 
written competitive examination the lowest class in the Service. 





Former Departmental, Reserve or staff officers or officers of 
other agencies who have been appointed Foreign Service officers 
subsequent to August 1, 1954, 
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It is essential that all Foreign Service officers of each class whose 
records are evaluated and rated by a Selection Board be considered as 
officers of equal status and that no officer be either discriminated 

against or favored by reason of his prior appointment status or any 
dissimilarity of his performance record which has been occasioned by 
factors beyond his control. In evaluating and rating the performance 
records of officers newly appointed as Foreign Service officers, full 
weight must be given to the quality and level of their performance prior 
to their present appointments and on the basis of which their appointments 
were authorized. 


Procedures for Rating Foreign Service Officers 
1. General Procedures 


The records upon which Selection Boards will base their decisions 
will be the personnel records maintained by the Office of 
Personnel. 


Each Selection Board will be provided with the personnel 
records of all Foreign Service officers in the class or classes 
it is charged with rating. 


Each Selection Board member shall refrain from discussing 
individual cases with members of other Selection Boards or 
from examining the personnel records of officers in classes not 
assigned to his Board. Members are encouraged, however, to 
discuss with members of other Boards general problems of 
Board Activities. 


The personnel records of all officers of class 1 (except class 1 
officers serving in positions to which they have been appointed 
by the President and subject to confirmation by the Senate), and 
all officers of the other classes, shall be read by each member 
of the Selection Board to which that class is assigned. 


Performance Records 


The records contained in the personnel files with fall into three 
categories: (a) efficiency reports by supervisors and inspectors; 
(b) evaluations by end-users; and (c) miscellaneous material 
relating to performance. 





/ 
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As an aid to Boards in obtaining rapidly the major basic facts of an 
officer's career, the Department has arranged to have placed in each 
officer's file a completed Form DS-1110 (Biographic Record Sheet) 
and Form FS-473 (Assignment and Training Report). These 

by should prove useful as reference material. In addition, there may 
appear in some files a summary of performance prior to August 

L 1, 1950. These summaries may be used as a guide, but the Boards 
rior ; are cautioned that they must base decisions on actual efficiency 
ments reports and appraisals. 


,as 


In evaluating the performance records of Foreign Service officers 
Selection Boards shall consider the following positive factors: 


a. Efficiency Reports, Including Inspectors' Reports 
cisions 


(1) The last regular efficiency reporting period ended on 
May 31, 1959. The most recent reports on the majority 
of officers will cover a period up to that date. Boards 
are urged not to request special reports covering period 
ses subsequent to May 31, 1959, when the documentation of an 
officer's record prior to that date is adequate for a 
proper evaluation. The Department has made a deter- 
mined effort to ensure that files of all officers, including 
| the files of recently appointed officers, contain sufficient 


| not performance material to enable Boards to rank all 

, to officers accurately. A Board which finds that a file 
contains insufficient material to permit ranking shall 
consult with the Chief of the Performance Evaluation 
Branch to determine the feasibility of obtaining additional 

sl material within a reasonable period, When it proves 

ed infeasible to obtain recent material, Boards shall endeavor 

and through projection of past performance to evaluate an 

ber 


officer's current standing. 


(2) All parts of the efficiency reports, the training evaluation 

report which serves in lieu of an efficiency report, and 
other evaluation reports should be reviewed, particularly 
the narrative statements prepared by rating and reviewing 

; officers. The over-all rating and the subordinate numerical 
ratings should be carefully reviewed in the light of the narra- 
tive portion of the report to determine whether such ratings 
are fully substantiated. 


(3) In interpreting efficiency reports, Board members should 
be alert to evidence of bias, either unduly laudatory or 
critical, on the part of the rating officer. Comments of 
the reviewing officer and, when available, by the Post 
Review Panel, should prove helpful in this respect. 
Efficiency reports become increasingly meaningful when 
considered in relation to all other evidence of record so 
that a total pattern of performance becomes apparent. 
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Instructions governing the preparation of efficiency re- 
ports require all rating officers to apply to all qualities 
and factors rated, the precise definitions which are 
provided on the efficiency report form or in the instruc- 
tions. Board members should be guided by the same 
definitions in evaluating these aspects of the reports. 

The weight to be assigned to individual qualifications and 
factors may vary with the class of officer being con- 
sidered and to some extent with the functional specializa- 
tion of the officer rated. 


All Board members should become thoroughly familiar 
with the content and organization of the Foreign Service 
efficiency report forms (FS-315 and FS-205e) and the 
Departmental efficiency report form (DS-886) prior to 
beginning their evaluations. The Department has earn- 
estly endeavored to document the records of recently 
integrated officers with comprehensive evaluations of 
these officers' past experience and future potential. 
Despite these efforts a few records may not be complete 
and may consist almost solely of Departmental effi- 
ciency reports, The brevity of performance information 
provided by these Departmental forms is not a fault of 
the officers rated and must not result in their being 
discriminated against. Satisfactory performance must 
be assumed in the absence of unfavorable information. 


b. End-User Evaluations 


(1) 


Despite the adoption of Form DS-973 (Annual End-User 
Summary Report) for the submission of end-user 
evaluations, there is still considerable variation in the 
standards utilized in assigning the over-all rating. It is 
recommended, therefore, that the Boards evaluate 
end-user reports primarily on the basis of their narrative 
content. 


The absence of end-user evaluations should not be 
considered derogatory. It must be realized that the 
assignments of many officers give them opportunity for 
comparatively little substantive output which can be 
readily evaluated in Washington. In other cases, 
evaluations may simply not have been submitted, 
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Miscellaneous Materials 


The Boards should also consider the miscellaneous materials 
which may become a part of an employee's performance record. 
Such material will include commendatory or critical letters from 
private citizens or government officials, educational or train- 
ing reports, records of security violations, or any other 
miscellaneous information concerning the employee which may 
become a matter of official record. Boards should assign to 
such miscellaneous material appropriate importance, giving 
particular attention to statements or letters indicating sustained 
significant performance. 


Factors to be Considered 


a. 


Length and Nature of Service 


(1) Length of service in class, including service in an 
equivalent FSR or FSS class or Civil Service grade level, 
should be an important but not a controlling factor in the 
evaluation of an officer's record since promotion should 
be earned by sustained meritorious performance. In 
situations involving officers of apparently otherwise 
similar merit, length of service should be used to resolve 
the issue. 


(2) Since the Secretary's Integration Program has resulted in 
about 1500 Departmental positions being designated as 
FSO positions including positions at the class 8 level, a 
Washington assignment must be considered the 
equivalent of an assignment to any Foreign Service post. 
Consequently, where performance in a Washington 
assignment warrants promotion, the officer's ability to 
perform adequately abroad must be assumed in the absence 
of information to the contrary. Conversely, where 
performance not in a Washington assignment warrants 
promotion, the officer's ability to adjust to a Washington 
assignment must be assumed. 


(3) Experience gained prior to entry into the FSO Corps should 
be evaluated on the basis of its applicability to a career 
in the Foreign Service in foreign assignments and in the 
Department. While, in the final analysis, promotions 
must be earned by proved merit, it is important to 
remember that almost all lateral entrants were serving 
in positions designated as FSO positions prior to their 
appointment as Foreign Service officers, and that these 
positions will continue to be staffed by Foreign Service 
officers ona rotational basis. It is appropriate to give 
due consideration to clear evidence of ability, such as 
level of previous positions, quality of service, and 
educational attainments as factors in determining 
merit. 
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In evaluating the record of an officer, greater weight should 

be given to recent rather than to earlier performance. Partic- 
ularly important is performance during the past 5 years and 
especially since the officer's last promotion. Equal weight 
should be accorded to performance as a Foreign Service officer 
and performance as a Departmental, Reserve, or staff officer 
at the equivalent level. 


Absence due to illness not the result of misconduct, to military 
service, or to other authorized activity, should not penalize an 
officer by preventing his consideration by a Selection Board, if 
his prior record is sufficiently documented to provide an 
appraisal of his merit for promotion. It should usually be 
possible to project with reasonable accuracy an officer's 
performance level or trend and to rate him with his class. 
Whenever prior performance material is not sufficient to 
permit a valid projection of competence, the officer should not 
be rated. 


Selection Boards should consider the conditions under which 
service has been performed, giving attention to factors of 
isolation, emergency, hardship and staff adequacy. 


b. Performance 


(1) A common criticism of selection-out systems is that they tend 
to make officers afraid to take initiative. It is sometimes 
alleged that an officer, particularly if he be a junior officer, 
may seek to conform entirely to prevailing opinion. Since any 
such tendency would jeopardize the merit system and reduce 
the effectiveness of the Service, every effort must be made to 
avoid it. Due credit should be given to officers who have shown 
themselves capable of independent judgment, creative work, 
self-reliance and the acceptance of unusual responsibility. The 
Service cannot condone mediocrity and hesitation to take 
initiative. If the initiative of an officer has led to some difficulty, 
he should not be’ severely judged provided the attempted line of 
action was basically worthwhile, simply because a calculated 
risk did not work out. Initiative, however, must be differentiated 
from impetuousness or lack of discipline. 
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Episodes which happened in the past which might have had 
great significance, either good or bad, in rating the officer 
during a limited period should be thoroughly appraised as to 
their lasting importance. Errors or failings which have been 
clearly overcome or essentially mitigated should be adequately 
discounted or disregarded. Therefore, in rating officers 
whose records contain adverse efficiency reports or criti- 
cisms which have been considered by previous Selection 
Boards, special care should be taken to determine whether 
the adverse material has been outdated by more recent 
favorable reports and related performance data. 


Giving undue weight to past reports of defects or to criticisms 
which have already been considered by previous Selection 
Boards and which an officer may have corrected after having 
them called to his attention, would serve to perpetuate 
punishment or create a permanent handicap in his career, 
unjustified in the light of his subsequent performance and not 
merited by the circumstances. Selection Boards must be as 
sensitive to records reflecting improved performance as they 
are to those which reflect deterioration. When an officer's 
dossier contains evidence as to where he was placed in the 
rank-order lists of previous Boards, such material itself, as 
distinguished from the original documents upon which the 
earlier judgments were based, should be disregarded, as 
each officer is entitled to be rated independently by each new 
Board, without reference to the judgments of previous Boards. 


The factor of productivity should be given considetable weight. 
We should not encourage an officer to restrict his output of 
useful reports in order to concentrate on a few reports or 
other work products for the purpose of receiving special 
commendation in his personnel file. 


A difficult problem will be the determination of the merit of 
officers whose duties give them opportunity for comparatively 
little substantive output which can be readily evaluated. 
Political and economic reporting can be easily and thoroughly 
covered by field efficiency reports and Washington end-user 
appraisals. By comparison,most executive, supervisory, 

and administrative functions and many consular functions such 
as protection, veterans' affairs, and shipping are often less 
fully reported on. In addition, there will be instances where 
the assignment of an officer is of such character as to 
preclude, for security reasons, the inclusion of complete 
documentation of his performance in his record. Assignment 
to these important duties should give him an opportunity for 
advancement equal to that of his colleagues whose work is 
much easier to evaluate. 
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(6) 


Those officers who have completed or who are currently engaged in 
training assignments must be given full consideration for their efforts 
in the light of their reported accomplishments during such training, 

It is important to remember that in-service training, including the 
development of language skills, is an essential ingredient to a 
successful Foreign Service and often to an individual career. The 
selection of officers for advanced training will usually be made from 
among those who possess the greatest potential for development, 
based on their past relative performances, subject, of course, to 
availability and assignment needs. Selection Boards must recognize 
that an officer in training status frequently is unable to show a docu- 
mented record of accomplishment comparable to other officers. 
Selection Boards must not permit his immediate promotional opportu - 
nities to be jeopardized for this reason. Since the Service has a 
constant need for trained officers in the various areas of functional 
specialization, Selection Boards, through their recommendations, 
must make it clearly evident to all officers that the successful pursuit 
of training is advantageous to the officer as well as to the Service. 


Selection Boards should bear in mind the strong emphasis the 
Department places upon language proficiency requirements and its 
announcement that officers will be expected to acquire a "useful' 
knowledge of at least one fcreign language either within 5 years of 
appointment to the Foreign Service or within 5 years of the 
announcement of the Department's current language policy (see 
Foreign Service Circular No. 227, dated August 16, 1957, now 
incorporated in | FSM 1 500). Careful consideration should be 
given to an officer's demonstrated efforts to increase his foreign 
language proficiency in conformity with that policy. Credit should 
be given for recorded evidence, including testing results, that he 
has succeeded in doing so. Especial credit should be given to 
officers who on their own initiative and expense have acquired or 
improved their knowledge of a useful language. Similarly, reported 
evidence of lack of concern and effort reflects discredit, especially 
when the officer has had the advantage of training facilities or 
appropriate country assignments. 


In appraising the performance of principal officers and other officers 
engaged in executive, supervisory, and administrative duties, 
consideration should be given to ability in directing, training, and 
evaluating subordinate personnel and to other factors of managerial 
skill which contribute to the creation of a productive and efficient 
organization. The presence of executive -supervisory ability shall 
normally be an important factor for consideration with reference to 
promotion to the higher classes. 
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(9) 


Selection Boards should give positive recognition to the fact 
that the needs of the present-day Foreign Service require 

that many of its officers become specialists in one or more 

of the functional areas of Foreign Service work. Board 
members are reminded that the position structure of the FSO 
Corps has been markedly broadened and that any one functional 
type of position within the FSO position structure must be 
given as much weight with respect to promotion as any other 
functional type of position in the structure. FSO positions 

now exist at the class 1, 2 and 3 levels for such specialized 
functional fields as faculty members, regional security 
officers, financial economists, petroleum officers, etc. 
Selection Boards should give full weight to demonstrated 
creditable performance in any functional specialty, including 
assignments to such activities as the International Cooperation 
Administration, the Refugee Relief Program, the Escapee 
Program, or international organizations, or to other Govern- 
mental agencies, such as the Department of Commerce, the 
Department of Labor, and the United States Information Agency. 
The fact that an officer's assignments and experience have 
been such as to make him proficient in only one highly 
specialized functional type of work is not a valid reason for 
giving him a low rating. An able officer who is skilled in 

a single specialized function is usually no less valuable to 

the Service than an able generalist. 


To aid the Boards in rating specialists, revised instructions 
for completing Form FS-315 were issued by Foreign Service 
Circular No. 219 dated April 29, 1957, giving guidance to 
rating officers in reporting on specialists. Selection Board 
members shall utilize, in ranking specialists, the same 
measures of performance used in ranking other officers as 
detailed in these paragraphs. 
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(11) Notwithstanding the provisions of section 3a, Part VII B (page 3) 


ofthe Precepts, no officer should be assigned to the lower part 
of his class merely because of the recency of his last promotion 
or the recency of his appointment. The best interests of the 
Service are not served in this manner and such practice may 
result in serious injury to individual officers, particularly in 
view of the fact that the rank-order register may be used for 
purposes other than promotion. 


Personal Qualities 


(1) 


Boards must recognize that there are, for the Service asa 
whole, general requirements and standards of character, 
including: personality, courage, inteliigence, integrity, self- 
discipline, responsibility, dependability, enthusiasm, a spirit 
of self-sacrifice, and sustained effort which are equally 
applicable to all officers. 


A factor which should be given considerable weight is that of 
attitude toward the Service as exemplified by willingness 
cheerfully to accept assignments to isolated or hardship posts, 
or to undertake specialized training which usually leads to 
protracted periods of service in difficult or unpleasant areas 
of the world and, in general, by a demonstrated willingness 
to put the needs of the Service before personal preference or 
convenience. Evidence of unwillingness to accept such assign- 
ments or of ''wire pulling" to obtain agreeable posts is not 
always apparent from the record but can be deduced from 
material in the administrative file. 
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| (page 3), d. Qualification of Officer for Service ina Higher Class 


er part : : ; 
romotien & Careful consideration should be given to whether an officer has 


4 tis demonstrated the qualifications to discharge competently the 
/ may duties which an officer of the next higher class would be called 
rly in upon to perform. The assignment process does not always permit 
Pei an officer to be assigned to a position equivalent to his personal 
rank. This is particularly true at the present time, when the 
Department has made a thorough analysis of positions at the 
middle levels and has realigned more than 200 of them downward, 
permitting the establishment in lieu thereof of additional FSO 
on positions at classes 7 and 8. Boards should not, therefore, attach 
a : specific weight to the classification of the position occupied except 
self- as the performance record itself indicates that by virtue of his 
. spirit ability or lack thereof, an officer assumed greater or less 
responsibilities, as the case may be, than those to which he had 
originally been assigned. 


- Personal Knowledge 
iat of 
oul A Board member's personal knowledge of an individual should 


oo not be given undue weight. If a Board member, through personal 
arena ; acquaintance or otherwise, is cognizant of pertinent information 
ane which is not in the record, he shall make that information 
available to other Board members in a signed memorandum. 
assign- | Such memoranda, after completion of the Board's consideration 
at of the class, shall be forwarded to the Chief of the Performance 
Evaluation Branch for inclusion in the record. 


ce or 


im 


Identification and Resolution of Inequities 


(1) The Secretary's Integration Program, by reason of its nature 
and scope, has given rise to the belief on the part of some 
individuals that injustices or inequities have resulted. Some 
of the earlier and more recent lateral entrants have for various 
reasons entered the Foreign Service Officer Corps ata 
salary which was less than that which they were receiving 
at the time of entry. Futhermore, a number of officers who 
were in the Service prior to August 1, 1954, have expressed 
the view that certain inequities have arisen with respect to 
their careers, most of which alleged inequities relate to 
class and salary level versus age and experience factors. 

One of the most difficult tasks of the Selection Boards will 

be that of identifying cases in which, for various reasons some 
officers, including those who were members of the Corps 
prior to August 1, 1954, as well as those who have entered 
subsequent to that date, have been advanced at rates either 
more slowly or more rapidly than their colleagues of similar 
qualifications and experience and of taking these special 
circumstances into consideration when recommending 
class-to-class promotions. 


58066 O—H0 
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To ascertain whether a loss of salary was suffered on entry 
into the Service, the Boards may wish to use Part V of Form 
DS-1110 which will be found in the records of almost all 
officers. Further, memoranda have been placed in the files 
of all officers who sustained a loss in salary through appoint- 
ment as a Foreign Service officer on the basis of their August 
1, 1954 grade and salary rather than at the grade and salary 
of a position held at a later date. Such loss of salary may or 
may not constitute an inequity depending on the circumstances. 


The Boards will also find in the records statements from 
various officers setting forth their views as to how the program 
may have caused an inequity in their case. All officers were 
invited in 1955 to submit such statements. 


During the last 12 months a number of Foreign Service staff 
officers have been brought into the Officer Corps at a salary 
level similar to that at which they were in the Staff Corps. 
Because of the ceilings existing in the Staff Corps some of 
them were not able to receive the promotions which they had 
earned in that Corps. Some of them had in-grade levels in 
the Staff Corps which, had they remained in that Corps, would 
have made it possible for them to have received step- 
increases which are denied them as Foreign Service officers 
because they find themselves in the top salary level of the FSO 
class to which they have been appointed. A number of these 
officers, had they been permitted to defer integration a few 
months, would have been eligible for integration at the next 
higher FSO class as a result of another step-increase 

which would have equated their salaries with that class. The 
Selection Boards may examine the rank, background, age, 
length and quality of service of these officers, including those 
integrated up to September 30, 1959, and, in accordance with 
Part VIII B(2) of these Precepts, may recommend those 
considered worthy for promotion in spite of their short tenure 
as Foreign Service officers. 


In the final analysis, promotion must be earned through a 
demonstration, within the framework of opportunities afforded, 
of the relative quality and accumulated value of the officer's 
performance, with due consideration being given as to whether 
he has the basic qualifications for performing the duties of an 
officer in the next higher class. Where such an evaluation would 
establish officers’ ratings as essentially equal, it is appropriate 
that Boards give added weight to considerations of age, length 

of qualifying experience, and general background. 





ADMINISTRATION OF THE DEPARTMENT OF STATE 125 


A. Grading Procedures 


m 
a. Assigning Initial Grades 
Ss 
Re (1) Each Board member, prior to assigning any grades, should 
ist 


read a sufficient number of cases to establish in his mind a 
y range of performance for a particular class. It must be 
kept foremost in mind that ratings are to be comparative 





=s within the class, 
(2) After reviewing each personnel record, each member 
am independently, and without consultation, shall give the 
” officer a numerical grade 10 (the highest) through 1 (the 
lowest). These grades are relative and are the basis 
' for the final comparative rating. 
y (3) In order to ensure that the grades given by one Board 
member are equal to the weight of the grades assigned by 
i every other Board member, it will be necessary to fix 
the numbers of the various grades which each member may 
ald assign. Thus, the distribution of grades may be fixed 
substantially as follows: 
aE { Percent Grade 
Highest 10% 0 
Next 10% 9 
10% 8 
9 10% 7 
1e ie 10% 6 
oie - 10% 5 
th “ 10% 4d 
" 10% 3 
7 os 10% 2 
Lowest 10% 1 
When a class cannot be divided exactly in the above pat- 
led tern, the Chairman may determine in advance the distri- 
ca bution of the scores which most nearly approximates it. 
ier 
all (4) The assignment of grades must be done without reference 
oneal to the grade assignments of other Board members. This 
th restriction shall not prevent discussion among the Board 





members concerning the insufficiency, ambiguity, or 
significance of contradictory material in the records. 
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(5) It should be kept in mind that each grade is the best ob- 
jective estimate of the relative merit of the officer within 
his class, The Selection Board scores are becoming 
increasingly valuable as the only over-all rating of 
Foreign Service officers. A serious injustice, for instance, 
can be done by assigning to an older officer an undeservedly 
low score, merely because he is near retirement. Similar- 
ly, Board members should guard against rating down an 
officer solely because he has been only a very short time 
in class. This is particularly to be observed in those cases 
of integrated officers who have served for significant 
periods in Civil Service grades or Foreign Service staff 
classes equivalent to the class in which they have been 
appointed, and is especially pertinent in those cases where 
such service was in positions now designated as FSO 
positions. 


(6) Previous Board members have found it helpful to record 
their grades on 8"'x 8" cards prepared for this purpose. 
Members should likewise record, at the time of rating, 
essential facts which will help them recall the individual's 
record at the time of discussion, as well as the facts 
concerning each case that may become the subject of a 
special report as required by Part VIII of the Precepts. 


Discussion of Initial Grades 


(1) After the Board members have completed the assignment of 
grades and have adjusted them to conform to the distribution 
pattern prescribed for the Board, each member § shall 
inform the Chairman of the grade he has assigned each 
rated officer in the class. 


(2) There shall then be a discussion of the rating assigned each 
officer. Each Board member shall be given the opportunity 
to indicate the factors that influenced him in the assignment 
of any officer to a percentage group. 


Consolidation of Grades 


(1) Following the discussion, members may make whatever 
changes they wish in grades, as long as they maintain the 
percentage distribution prescribed. It should be remembered 
that any upward revision made as the result of evidence 
brought out by the discussion will require equivalent 
balancing reductions. 


Next, each member shall announce to the Board all grade 
changes, either upward or downward, made in his pre- 
liminary list. 


Finally, each member shall submit to the Chairman a list 
of the final grades he has assigned. No further revision 
shall be permitted. 
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(4) The separate lists shall be combined on the Chairman's 
tally sheet and the grades assigned to each officer shall be 
totaled. The composite score that an officer can receive by 
a 5-member Board will thus range from 50 (if each member 
gives the same individual a grade of 10) to5(if each 
member gives the individual a grade of 1). 


(5) A list shall then be prepared beginning with the highest 
composite score and ending with the lowest, grouping to- 
gether the officers having the same composite score in 
alphabetical order, 


Breakin, g Ties Among Officers Within Score Groups 


Within score groups, officers shall be ranked numerically with 
the highest shown as "1."' In order to acheive this; 


(1) Assuming that there are four officers within a score 
group, each member of the Board will assign a grade of 
4 to the officer he believes to be the best, a grade of 3 
to the second best, etc. A tabulation will then be made 
showing the sum of the grades assigned to each officer 
by each Board member. In the event of a tie, the Chair- 
man shall make the determination. 


(2) When all officers within a score group have been ranked 
in the order of their relative merit, a ''l'' shall be placed 
before the name of the officer on the rank-order register 
receiving the highest combined score, a ''2" before the 
alphabetical name of the officer receiving the second 
highest combined grade within each score group, etc. 


(3) Numerical ranking within score groups shall be continued 
at least as far down the rank-order register as the cut-off 
line. The lowest 10 percent of the class shall also be nu- 
merically ranked. In addition the Board shall numerically 
rank those score groups in which the 25 percent, 50 percent 
and 75 percent fractions of the class fall. 


Determination of Promotion Recommendations 


Those Foreign Service officers in classes 2 through 8 who are 
recommended for promotion by appointment to the next higher 
class are those officers whose names appear above the cut-off 
point on the rank-order registers for their respective classes 
prepared in accordance with Part VIII of the Precepts, "Directives 
to Individual Selection Boards."' The actual number of officers 
to be promoted will be determined administratively by the 
Department on the basis of available appropriations and the 
needs of the Service. Promotions from any class shall be made 
in the order or rank of eligible officers within class beginning 
with the highest. 
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Substandard Performance Recommendations 





Boards should give careful attention to the problem of designating 
officers substandard and thereby denied the next in-class increase or 
placed in the "selection-out zone" or both, as detailed in the directions 
to individual Boards which follow. With the elimination of the automatic 
"low 10 percent" rule and ''marginal" ratings as elements leading toward 
selection-out, the "selection-out zone" designation assumes great 
importance. The Department must rely upon the selection-out system 
to achieve a constantly improving Officer Corps--a Corps composed 
entirely of able, well qualified officers and one in which there will not 
be a place for "less than satisfactory" or "barely satisfactory" 
performers. The Department requires that, based on the Precepts, 
each Board insist upon a standard of performance for each class 
sufficiently high that not less than the lowest 3 percent of each class 
(classes 1 through 7) be designated as failing currently to meet the 
standard and thereby be placed in the "'selection-out zone.'' Selection 
Boards must conscientiously assume the responsibility to initiate action 
looking toward severance of those officers whose value to the Service is 
clearly below standard. Past Selection Boards have quite properly made J 
such designations in instances of wholly inadequate productivity, inability 
or deliberate refusal to work cooperatively and harmoniously with 
superiors, colleagues, or subordinates, consistent delinquency in 
carrying out assigned tasks, as well as instances of improper or 
unbecoming conduct. 
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Directives to Individual Selection Boards 


















A. Selection Board A 





Bearing in mind the preceding directives and guide lines contained in Part 
VII of the Precepts, you will evaluate and rate the performance records of 
all Foreign Service officers in class 1 (except class 1 officers serving in 

positions to which they have been appointed by the President and subject to 
confirmation by the Senate) in accordance with the following instructions: 





The Board shall first rate the performance records of all Foreign 
Service officers of class 1 (except class 1 officers serving in positions 
to which they have been appointed by the President and subject to 
confirmation by the Senate) and establish a single rank-order register 
of those officers ranging from the highest to the lowest composite scores 
assigned, showing scores by groups of officers. Names within score 
groups shall be arranged alphabetically. 


The Board shall then prepare the following additional and separate lists 
or recommendations which will complete its considerations relative to 
class 1. In making these recommendations it is desirable that there be 
a unanimity of opinion among the Board members. The dissent of one 
member shall not, however, override the united opinion of the reruaining 


members, On the other hand,the dissent of two members shall have the 
effect of a veto. 
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A list of those Foreign Service officers in class 1 whose 
performance is considered to be in the "selection-out zone" for 
his class. An officer shall be considered to be in the "'selection- 
out zone'' if his performance in the class is judged by the Board 
to be clearly below what the Board has determined to be a 
satisfactory level for the class, which does not meet a reasonable 
standard for the class, and which, unless improved substantially, 
would not warrant his retention in the class if such findings are 
made repetitively by future Boards or have already been made by 
prior Boards. These Precepts provide that standards of 
satisfactory performance for each class shall be sufficiently 

high that at least the lowest 3 percent of each class shall be 
designated below standard and thereby be placed in the ''selection- 
out zone''’. In reaching such judgments particular attention should 
be paid to sections 3a(4) and 3b(2), Part VII B (pages 7 and 8), of 
the Precepts. The pertinent facts to justify the findings regarding 
each officer listed shall be set forth in a brief formal statement 
addressed to the Deputy Assistant Secretary for Personnel. 


A list of any Foreign Service officers of class | whose performance 
since the convening of the last Selection Boards is found to have 
failed to meet the standards required for the efficient conduct of 
the work of the Foreign Service and who, therefore, are not 
entitled to receive the next regular in-class promotion in 
accordance with section 625 of the Foreign Service Act of 1946, as 
amended. The pertinent facts to justify the findings regarding 

each officer listed shall be set forth in a brief formal statement 
addressed to the Deputy Assistant Secretary for Personnel. 


A list of any Foreign Service officers of class 1 whose performance 
could not be rated due to illness, recency of appointment, 
insufficient documentation; etc. The Board should cite the specific 
reasons in each instance. 


Having completed all other considerations relative to the class, the 


Board will finally prepare the general recommendations concerning 
the policies and procedures to be followed by subsequent Selection 


n 
sitions 


gister 
e scores 
core 


te lists 
ive to 
vere be 
of one 
‘riiaining 
ave the 





Boards, including possible comments concerning the adequacy of 
present methods of measuring and evaluating performance. 
may make specific recommendations or suggestions with respect to 
training or assignment regarding any officer or group of officers. 


The Board 
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B. Selection Boards, B, C, D, Eand F 


Selection Boards B, C, D, E and F have been assigned the following classes; 


Board B--<-- -----9 22 = see en nee n een ener nnnn- Class 2 
Board Cm <<< - 2222 ee ne ee een nee es eee nn nenn= Class 3 
Board De ----<--<--s--se-e8---eee Pate ene e enn Class 4 
Board Eqn --- -- 299 = -e ee nee enn nnn en esnn- Class 5 
Board P= <<< <<< + < 22-22 enn one seen n eee nen nne--- Class 6 


Bearing in mind the general directives and guide lines contained in Part VII 
of the Precepts; each Selection Board will evaluate and rate the performance 
records of all Foreign Service officers in the class assigned to it in 
accordance with the following instructions: 





l. Each Board shall first rate the performance records of all Foreign 
Service officers who meet the time eligibility requirements for the class. 
It shall then establish a single rank-order register for this portion of 
the class ranging from the highest to the lowest composite scores 
assigned and showing scores by groups of officers. In order to lighten 
the Board's task, score groupings may be eliminated and names 
simply alphabetized for the officers designated in the lower half of the 
class except for those in the lowest 10 percent who must be ranked. 
Those falling between midpoint in class and the low 10 percent should be 
placed in 2 groups: (a) those between the 25 percent point and the 50 per- 
cent point, and (b) those between the 10 percent point and the 25 percent 
point. This exception to standard ranking may not be used if the ''cut- 

off'' line is voted below midpoint in class. 





Each Board shall then read the performance records of all Foreign 
Service officers who do not meet the time-eligibility requirements for the 
class, selecting from this group the officers whose performance appears 
to deserve either a waiver or the time-eligibility requirement or 
designation in the ''selection-out zone", adding their names to the rank- 
order list as appropriate. Names within score groups shall be arranged 
alphabetically. 
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3. Each member of the Board shall determine that composite score on the 
rank-order register above which he considers all officers, on the basis 
of their performance, to merit at this time promotion to the next higher 
class. The scores determined by each member shall be totaled and 
divided by the number of Board members. The result (neglecting any 
fraction) shall establish the score grouping on the rank-order register 
above which shall be drawn the ''cut-off" line. This line shall be 
initialed by each member. This determination has no relation to the 
actual number of appointments to the next higher class which may be 
made, but rather represents the Board's determination of the level of 
performance for the class, below which no member is considered to 
merit promotion. 


sses; 


4. Each Board will have already identified those Foreign Service officers 
in the class, who, although they fail to meet the eligibility requirement 
vil for promotion, have, in its opinion, rendered such extraordinarily 
ance meritorious service that the eligibility requirement should be waived in 
accordance with section 622 of the Foreign Service Act of 1946, as 
amended. Each such recommendation, setting forth the pertinent facts 
in each instance, shall be incorporated in a memorandum addressed to 
the Deputy Assistant Secretary for Personnel and forwarded through the 
lass, Chief, Personnel Operations Division. 
of 


5. Each Board shall then prepare the following lists or recommendations 
which will complete its considerations relative to the class. In making 
these recommendations it is desirable that there be a unanimity of 
opinion among the Board members. The dissent of one member shall 
not, however, override the united opinion of the remaining members. 

i be On the other hand, the dissent of two members shall have the effect of 


per a veto. 
‘ent 


- a. Alist of those Foreign Service officers in the class whose 


performance is considered to be in the "'selection-out zone"' for his 
class. An officer shall be considered to be in the "'selection-out 
zone" if his performance in the class is judged by the Board to be © 

r the clearly below what the Board-has determined to be a satisfactory 

sare level for the class, which does not meet a reasonable standard for 
the class, and which, unless improved substantially, would not 

ak - warrant his retention in the class if such findings are made 

ged repetitively by future Boards or have already been made by prior 

f Boards. These Precepts provide that standards of satisfactory 

performance for each class shall be sufficiently high that at least 
the lowest 3 percent of each class shall be designated below standard 
and thereby be placed in the "selection-out zone."' In reaching such 
judgments particular attention should be paid to sections 3a(4) and 
3b(2), Part VII B (pages 7 and 8), of the Precepts. The pertinent 
facts to justify the findings regarding each officer listed shall be set 
forth in a brief formal statement addressed to the Deputy Assistant 
Secretary for Personnel, 


neces 
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A list of any Foreign Service officers in the class whose performance 
since the convening of the last Selection Boards is found to have 
failed to meet the standards required for the efficient conduct of 

the work of the Foreign Service and who, therefore, are not entitled 
to receive the next regular in-class promotion in accordance with 
section 625 of the Foreign Service Act of 1946, as amended. The 
pertinent facts to justify the findings regarding each officer listed 
shall be set forth in a brief formal statement addressed to the 

Deputy Assistant Secretary for Personnel. 





















c. A list of any Foreign Service officers in the class whose performance 
could not be rated due to illness, recency of appointment, insufficient 
documentation, etc. The Board should cite the specific reason in 
each instance. 


6. Having completed all other considerations relative to the class, the Board 
will finally prepare the general recommendations concerning the policies 
and procedures to be followed by subsequent Selection Boards, including 
possible comments concerning the adequacy of present methods of 
measuring and evaluating performance. The Board may make specific 
recommendations or suggestions with respect to training or assignment 

regarding any officer or group of officers. 


Selection Board G 
The evaluation and rating of the performance records of officers of classes 7 


and 8 will involve considerations in addition to those relating to the higher 
classes. 








Selection Board members must keep foremost in mind the fact that service in 
class 8 is probationary and that service in class 7 is probationary for those 
officers who have been converted to this class from former class 6. 
Performance of probationary officers while in those classes represents a 
continuation of the examination process. Accordingly, a recommendation for 
promotion to class 7 or to class 6, respectively, is, in effect, a certification 
that the officer has successfully completed the final phase of the examination 
and has been found in all respects suitable for a Foreign Service career. 











Bearing in mind the above considerations and the general directives and guide 
lines contained in Part VII of the Precepts, the Board will evaluate and rate 

the performance records of all Foreign Service officers of classes 7 and 8 in 
accordance with the following instructions: 
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The Board shall first rate the performance records of all Foreign 
Service officers who meet the time-eligibility requirements for 

class 7. It shall then establish a single rank-order register for 

this portion of the class ranging from the highest to the lowest 
composite scores assigned and showing scores by groups of officers. 
In order to lighten the Board's task, score groupings may be 
eliminated and names simply alphabetized for the officers designated 
in the lower half of the class except for those im the lowest 10 per- 
cent who must be ranked. Those falling between midpoint in class 
and the low 10 percent should be placed in 2 groups: (a) those 
between the 25 percent point and the 50 percent point, and (b) those 
between the 10 percent point and the 25 percent point. This 
exception to standard ranking may not be used if the ''cut-off" line 

is voted below midpoint in class. 


The Board shall then read the performance records of all Foreign 
Service officers who do not meet the time-eligibility requirements 
for the class, selecting from this group the officers whose 
performance appears to deserve either a waiveriof the time- 
eligibility requirement or designation in the '"'selection-out zone", 
adding their names to the rank-order list as appropriate. 
within score groups shall be arranged alphabetically. 


Names 


Each member of the Board shall determine that composite score on 
the rank-order register above which he considers all officers, on 
the basis of their performance, to be suitable at this time for 
promotion to the next higher class. The scores determined by 
each member shall be totaled and divided by the number of Board 
members. The result (neglecting any fraction) shall establish the 
score grouping on the rank-order register above which shall be 
drawn the ''cut-off'' line. This line shall be initialed by each 
member. This determination has no relation to the actual number 
of appointments to the next higher’class which may be made, but 
rather represents the Board!s*determination of the level of 
performance for the class below which no member is considered 
suitable for promotion. 


The Board will have already identified those Foreign Service officers 
in the class, if any, who although they fail to meet the eligibility 
requirement for promotion, have, in its opinion, rendered such 
extraordinarily meritorious service that the eligibility requirement 
should be waived in accordance with section 622 of the Foreign 
Service Act of 1946, as amended. Each such recommendation, 
setting forth the pertinent facts in each instance, shall be 
incorporated in a memorandum addressed to the Deputy Assistant 
Secretary for Personnel and forwarded through the Chief, Personnel 
Operations Division. 
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The Board shall then prepare the following lists or recommendations 
which will complete its.considerations relative to class 7. In making 
these recommendations it is desirable that there be a unanimity of 
opinion arnong the Board members. The dissent of one member 
shall not, however, override the united opinion of the remaining 
members. On the other hand, the dissent of two members shall have 
the effect of a veto. 


(1) A list of those Foreign Service officers of class 7 whose 
performance is considered to be in the "selection-out zone" 
for his class. An officer shall be considered ta be in the 
“selection-out zone" if his performance in the class is judged 
by the Board to be clearly below what the Board has determined 
to be a satisfactory level for the class, which does-not meet a 
reasonable standard for the class, and which, unless improved 
substantially, would not warrant his retention in the class if 
such findings are made repetitively by future Boards or have 
already been made by prior Boards. These Precepts provide that 
standards of satisfactory performance for each class shall be 
sufficiently high that at least the lowest 3 percent of each class 
shall be designated below standard and thereby be placed in the 
"selection-out zone."" In reaching such judgments particular 
attention should be paid to section 3a(4) and 3b(2), Part VII B 
(pages 7 and 8), of the Precepts. The pertinent facts to justify 
the findings regarding each officer listed shall be set forth ina 
brief formal statement addressed to the Deputy Assistant Secretary 
for Personnel. 


A list of any Foreign Service officers of class 7 whose performance 
since the convening of the last Selection Boards is found to have 
failed to meet the standards required for the efficient conduct of 
the work of the Foreign Service and who, therefore, are not 
entitled to receive the next regular in-class promotion in 
accordance with section 625 of the Foreign Service Act of 1946, 
as amended. The pertinent facts to justify the findings regarding 
each officer listed shall be set forth in a brief formal statement 
addressed to the Deputy Assistant Secretary for Personnel. 


Recommendations concerning any probationary Foreign Service 
officer of class 7, who, in the Board's opinion, should be considered 
for separation from the Service in accordance with section 635 

of the Foreign Service Act of 1946, as amended. Each such 
recommendation shall include a summary of the pertinent facts. 
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(4) A list of any Foreign Service officers of class 7 whose perform~ 
ance, although not justifying consideration for immediate 
separation, has, in the Board's opinion, been sufficiently weak 
to justify remedial action and close observation during the period 
prior to the convening of the next Selection Boards. Pertinent 
facts and recommendations should be provided in each instance. 


A list of any Foreign Service officers of class 7 whose performance 
could not be rated due to illness, recency of appointment, insufficient 
documentation, etc. The Board should cite the specific reason in 
each instance. 


Class 8 


The Board shall rate the performance records of all Foreign Service 
officers of class 8 in exactly the same manner as prescribed above for 
class 7, preparing lists and recommendations for class 8 as set forth 
for class 7, except for the exclusion of the list specified in Part VIII C, 
section e(1) of the Precepts, since "selection-out zone" ratings are not 
applicable to class 8. 


General Recommendations 


Having completed all other considerations relative to class 8, the Board 
shall finally prepare its general recommendations concerning the policies 
and procedures to be followed by subsequent Selection Boards, including 
possible comments concerning the adequacy of present methods of 
measuring and evaluating performance. The Board may make specific 
recommendations or suggestions with respect to training or assignment 
regarding any officer or group of officers. : 


IX. Preparation and Disposition of Recommendations and Reports 


A. All recommendations and reports shall be prepared in an original and 8 copies, 
and, unless otherwise directed, addressed to the Deputy Assistant Secretary 
for Personnel. ; 


B. The original and one copy of all recommendations and reports shall be signed 
by members of the Board. 


X. Approval Required 


A. The Deputy Assistant Secretary for Personnel may accept the findings of 
the Selection Boards in toto or he may return any list or lists or any name 
or names thereon for review by the Selection Boards if he questions 
procedure or conformity with the Precepts. In the event that a part of a 
list is returned, the Selection Boards may review either the name or names 
returned, or, at their discretion, the entire list. 


B. The work of each Selection Board will be concluded when it has rated every 
officer in the class or classes assigned to it, when it has forwarded all the 
required reports and recommendations, and when its findings have been 
accepted by the Deputy Assistant Secretary for Personnel. 
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MEMBERS OF THE NINTH FOREIGN SERVICE OFFICER SELECTION Boarps, 1955 
PUBLIC MEMBERS 


Bratter, Herbert M.: Author, freelance writer, and consultant on international, 
financial, and economic affairs. 

Brophy, John: Coordinator, CIO World Labor Fund. 

Mott, Rodney L.: Professor of political science and director, division of social 
science, Colgate University. 

Richardson, George J.: Secretary-treasurer, International Association of Fire 
Fighters, American Federation of Labor. 

Simmons, Francis E.: Manager, Washington office, American Viscose Corp. 


Sutcliffe, Adam: Inventor, former treasurer and general manager, the Adam 
Sutcliffe Co. 













FOREIGN SERVICE OFFICER MEMBERS 


Bailey, E. Tomlin: Counselor of Embassy at London, supervising consul general 
for United Kingdom. 

Beale, Wilson T. M., Jr.: Officer in charge, United Kingdom and Ireland Affairs, 
Bureau of European Affairs. 

Brown, Aaron 8.: Counselor of Embassy at Lisbon, 

Burns, John H.: Consul general at Frankfort. 

Bursley, Herbert S., the Honorable: Foreign Service inspector. 

Catlett, Don V.: International economist, Office of Philippine and Southeast 
Asian Affairs, Bureau of Far Eastern Affairs. 

Cowles, Leon L.: Foreign Service inspector. 

Harvey, Constance R.: First secretary of Embassy and consul at Bonn. 

ees John D., the Honorable: Deputy for Foreign Affairs, National War 

ollege. 

Jones, John Wesley: Director, Office of Western European Affairs. 

Lay, Houston 8.: Deputy Director, Office of Special Consular Services. 

Mallory, Lester D., the Honorable: Ambassador to Jordan. 

Ravndal, Christian M., the Honorable: Minister to Hungary. 

Rice, Edward E.: Consul general at Stuttgart. 

Wright, Thomas K.: First secretary of Embassy and consul at Brussels. 


Mode of entry into the Foreign Service of FSO members of the ninth selection 
boards: 






















Basic examination 






Lateral entry: 


Wriston program. 2.2 6.<- .- sow. in Uae Ss rd. epee ensue 2 
Mannower Att 16) 016 oc ress dhe Jeeves is acce mince Salk tUuas 1 
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MEMBERS OF THE 10TH FoREIGN SERVICE OFFICER SELECTION Boarps, 1956 


PUBLIC MEMBERS 


Chadwick, E. Wallace, the Honorable: Lawyer, former Member of Congress. 

Gray, Edward 1I).: Former secretary, New York petroleum industries. 

Frederick, Marvin L.: Personnel consultant, Peat Marwick, Mitchell & Co., 
New York. 

Halvorson, Dr. Lloyd C.: Chief economist, the National Grange. 

Moore, Wendell W.: Assistant vice president, A. A. Aloe Co., St. Louis. 

Stuart, Dr. Graham H.: Professor emeritus of political science, Stanford Uni- 
versity. 

Thompson, Richard C.: Former export manager, Electric Auto-Lite Co. 
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FOREIGN SERVICE OFFICER MEMBERS 


Achilles, Theodore, the Honorable: Ambassador to Peru. 

Acly, R. Austin: Counselor of Embassy at Panama. 

Baker, H. Kenneth: Foreign Service inspector. 

Bliss, Don C., the Honorable: Foreign Service inspector. 

Burnett, Philip M.: Officer-in-Charge Technical Assistance, Office of Inter- 
national Economie and Social Affairs. 

Cabot, John M., the Honorable: Ambassador to Sweden. 

Crain, Earl T.: Deputy examiner, Board of Examiners for the Foreign Service. 

Costanzo, Joseph B.: Consul general at Guayaquil. 

Emery, George H.: Consul general at Kobe. 

Flake, Wilson: Counselor of Embassy at Rome. 

Gray, Cecil W.: Consul general at Toronto. 

Hadraba, Theodore J.: Consul general at Stuttgart. 

Holt, John B.: Deputy examiner, Board of Examiners for the Foreign Service. 

Kellogg, Edmund M.: Foreign Service inspector. 

Kennedy, Donald D.: Consul general at Sydney. 

Kidd, Coburn: Deputy examiner, Board of Examiners for the Foreign Service. 

_— William L.: Deputy Director, Office of Inter-American Regional Political 

airs. 

Lyon, Cecil B., the Honorable: Ambassador to Chile. 

Ockey, William C.:; Officer in charge of economic aftairs, Office of Northeast Asian 
Affairs. 

Oechsner, Frederick C.: Consul general at Monterrey. 

Ringwalt, Arthur: First secretary of Embassy and consul at London. 

Sims, Harold: Consul general at Trieste. 

Terry, Carroll M.: First secretary of Embassy and consul at Madrid. 

Wailes, Edward T., the Honorable: Minister to Hungary. 


Mode of entry into the Foreign Service of FSO members of the 10th selection 
boards: 


Basic examination. 10 


Lateral entry: 
Wriston program - - -- + 
I at ei cnn vermeil ete eich aia oat a 4 
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MEMBERS OF THE IIlTH FOREIGN SeRvIcE OrriceR SELECTION Boarpbs, 1957 
PUBLIC MEMBERS 


Bond, W. Langhorne: Former vice president, Pan American World Airways, Inc. 

“idee domes C.: Assistant to secretary-treasurer, Industrial Union Department, 
AFL-CIO. 

Lindquist, C. A. R.: Former executive of the General Motors Acceptance Corp. 

Mears, Frederick W.: Former executive of the Great Northern Paper Co. 

Reisner, Dr. John H.: Observer on food and agriculture organization for the 
National Council of Churches, of Christ. 


FOREIGN SERVICE OFFICER MEMBERS 


Baldwin, LaVerne: Supervisory consul general and counselor of Embassy at 
Tokyo. 

Bernbaum, Maurice M.: Director, Office of South American Affairs, Bureau of 
American Affairs. 

Burns, Findley, Jr.: Special assistant to the operations coordinator, Office of the 
Under Secretary. 

Butler, George H., The Honorable: Formerly Ambassador to the Dominican 
Republic. 

Conroy, John J.: First Secretary of Embassy at Taipei. 
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a Alfred P.: Special assistant to Executive Director, Bureau of European 

Affairs. 

Donovan, Eileen R.: Chief, Southern Europe Branch, Division of Research for 
Western Europe. 

Gullion, Edmund A.: Adviser to the special assistant to the President on Dis- 
armament. 

Hale, Robert F.: Consul general at Tijuana. 

Henderson, James E.: Consul general at Naples. 

Hill, John L.: Consul at Toronto. 

Hilton, Ralph: Deputy chief of mission at Asuncién. 

Huyler, Coulter D., Jr.: United Kingdom desk officer, Bureau of European Affairs. 

Jamison, Edward A.: Deputy chief of mission at San Jose. 

Jenkins, Douglas, Jr.: Consul general at Port-of-Spain. 

Lockling, W. Bruce: Career development officer, Cartier Development and Coun- 
seling Staff, Office of Personnel. 

Mattison, Gordon H.: Consul general at Calcutta. 

McDevitt, James A.: Administrative officer and First Secretary of Embassy at 
Ottawa. 

McFall, Jack K., the Honorable: Formerly Assistant Secretary of State and 
Ambassador to Finland. : 

Pinkerton, Lowell C., the Honorable: Ambassador to the Republic of the Sudan. 

Riddleberger, James W., the Honorable: Ambassador to Yugoslavia. 

Sandifer, Durward V.: Counselor of Embassy for Political Affairs at Buenos Aires. 

Sheppard, William J.: Director of the U.S. Operations Mission at Bangkok. 

Thurston, Walter, the Honorable: Formerly Ambassador to Mexico. 


Mode of entry into Foreign Service of FSO members of the 11th Selection 
Boards: 


Basic examination 


Lateral entry: 
Wriston program - - 
Section 517 2 
Manpower Act- _- 
1939 reorganization 


Subtotal. - 


MEMBERS OF THE 12TH FoREIGN SERVICE OFFICER SELECTION Boarps, 1958 
PUBLIC MEMBERS 


Berkes, Dr. Ross N.: Director, School of International Relations, University of 
Southern California. 

Bierwagen, Walter J.: President, Division 689, Association of Street, Electrical 
Railway and Motor Coach Employees. 

Johnston, Clement D.: Formerly president, now chairman, executive committee, 
Chamber of Commerce ‘of the United States. 

O’Day, C. C.: Former staff assistant, Senate Foreign Relations Committee. 

Peterson, Kenneth: Legislative director, International Union of Electrieal, Radio, 
and Machine Workers. 

Williams, Eugene 8.: Chairman of the board, Western Maryland Railway. 


FOREIGN SERVICE OFFICER MEMBERS 


Bonbright, James C., The Honorable: Ambassador to Portugal. 

Bourgerie, Elmer: Foreign Service inspector. 

Brodie, Henry: Deputy Chief of Economic Section at Manila. 

Bursley, Herbert S., The Honorable: Chief, Career Development and Counseling 
Staff. 

Byington, Homer M., Jr., The Honorable: Ambassador to Malaya. 

Chapin, Vinton, The Honorable: Ambassador to Luxembourg. 

Creel, Robert C.: Officer-in-charge, German Political Affairs. 

Dobyns, Edward P.: Foreign Service inspector. 

Gough, Leo A.: Administrative officer at Copenhagen. 

Guest, Paul: Deputy Chief of Mission at Monrovia. 

Harrington, Julian F., The Honorable: Ambassador to Panama. 
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Ingram, George: Foreign Service inspector. 

King, Spencer M.: Foreign Service inspector. 

Laise, Carol (Miss): Political officer at New Delhi. 

Lloyd, Rupert A.: Chief of Western European Branch, Division of Research and 
Analysis for Western Europe. 

Martin, Edwin M.: Counselor for Economie Affairs at London. 

Metcalf, Lee: Foreign Service inspector. 

Neal, Jack D.: Deputy chief of mission at Lima. 

Parsons, Marselis C., Jr.: Director, Office of British Commonwealth and Northern 
European Affairs. 

Price, William E.: International relations officer, Panamanian Political Affairs, 
Office of Middle American Affairs. 

Reams, R. Bordon: Special Assistant for Operations, Offive of the Under Secre- 
tary. 

Rinden, Robert W.: Economic officer, U.S. Mission to NATO and European 
Regional Organizations. 

Scott, Joseph W.: United Nations adviser, Office of the Deputy Assistant Secre- 
tary for African Affairs. 

Tasca, Henry J., The Honorable: Minister-Counselor for Economic Affairs at 
Bonn. 

Valliere, Raymond A.: Executive officer at Seville. 

Vallon, Edwin E.: Deputy chief of mission at San Salvador. 

Weil, T. Eliot: Deputy chief of mission at Seoul. 

Winfree, Robert M: ew Affairs officer, Office of the Special Assistant to the 
Secretary for Disarmament and Atomic Energy. 


Mode of entry into the Foreign Service of FSO members of the 12th Selection 
Boards: 


Basic examination 


Lateral entry: 
Woetom programm sib. Acute i Sk. S25. SL SER HISSGUS 
Section 517 
Manpower Act 
1939 reorganization 


Subtotal 


MEMBERS OF THE 13TH ForREIGN SeRviceE OrriceR SELEcTION Boarps, 1959 
PUBLIC MEMBERS 


Allen, W. Stanley: Formerly manager of a commercial firm with worldwide con- 
nections in Seattle. — 

Edel, William W.: Formerly president of Dickinson College, Carlisle, Pa. 

Lehrbas, Lloyd A.: Retired journalist and former special assistant to Departments 
of State and Defense. 

Lindner, Carl W.: Director of research and education for the Glass Bottle Blowers 
Association (AFL-CIO) in Philadelphia. 

Smith, Purcell L.: Formerly president of National Association of Electric Com- 
panies at Washington, D.C. 

Walkinshaw, Robert L.: Subregional director, Region 9-A, United Automobile 
Workers Union. 

Wendel, Harold F.: President and general manager of Lipman, Wolf & Co., a 
leading department store in Portland, Oreg. 


FOREIGN SERVICE OFFICER MEMBERS 


Anderson, Orville C.: Public affairs adviser, Bureau of Inter-American Affairs. 
Bartos, Joseph T.: Executive Director, Bureau of Intelligence and Research. 
Batson, Douglas N.: Political officer, Bangkok. 

Belton, William: Recently assigned to National War College. 

Bennett, W. Tapley, Jr.: Counselor for political affairs at Vienna. 

Berry, The Honorable J. Lampton: Recently American Ambassador to Ceylon. 
Blancke, W. Wendell: Consul general at Frankfurt. 

Campbell, Waldemar B.: Political officer at Pretoria. 
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Carroll, Loren: Consul general at Quebec. 

Clark, Harlan B.: Counselor for political affairs at Tokyo. 

Collins, Wesley H.: Administrative officer at Madrid. 

Cootes, Merritt N.: Principal officer at Florence. 

Cope, A. John, Jr.: Budget examiner, Office of Budget. 

Gantenbein, James W.: Recently consul general at Marseille. 

Gordon, Herbert: Chief, Biographic Information Division, Bureau of Intelligence 
and Research. 

Gray, The Honorable Cecil W.: Recently deputy chief of mission at Mexico City. 

Hughes, Ruth Mason: Member, career development and counseling staff. 

Lawson, The Honorable Edward B.: Chief, career development and counseling 
staff. 

Linthicum, Thomas H.: Chief, Classification and Wage Administration Division, 
Office of Personnel. 

Lutkins, LaRue R.: Deputy Director, Office of Chinese Affairs. 

Lyon, The Honorable Frederick B.: American consul general at Algiers. 

Muccio, The Honorable John Joseph: American Ambassador to Iceland. 

Nugent, Julian L., Jr.: Counselor for political affairs at Buenos Aires. 

Oakley, R. Kenneth: Recently principal officer at Belize. 

O’ Donnell, Charles P.: Special assistant to the Director, Foreign Service Institute. 

Rockwell, Stuart W.: Director, Office of Near Eastern Affairs. 

Snyder, Byron B.: International. Administration Officer, Bureau of International 
Organization Affairs. 

West, George L., Jr.: Foreign Service inspector. 
Mode of entry into the Foreign Service of FSO members of the 13th selection 

boards: 





Basic examination _ _- 5 ea oe ene ae cig k ; 15 























Lateral entry: 
Wriston program ae Ge 8 
Section 517. eS aie 3 

] 

l 


Manpower Act 
1939 reorganization 


Subtotal_- ; : see aa 13 
Total__ 


Tarn H 


CURRENT ADEQUACY OF PERFORMANCE RECORDS OF INTEGRATED OFFICERS 









The Department considers that the problem of inadequate documentation of 
the performance of Foreign Service officers who entered.the Service under, the 
integration program has been overcome. The members of the last three selection 
boards, i.e., the 11th, 12th, and 13th boards, have reported that they experienced 
no difficulty in rating integrated officers because of inadequate performance 
documentation. This experience contrasts sharply with that of the earlier 9th 
and 10th seleetion boards which found it. difficult to assess fairly on a comparative 
basis the entire corps of officers when extensive performance records existed on 
pre-Wriston officers and only very brief. records which were not designed for 
comparative evaluation existed on integrated officers. The files of integrated 
officers now contain a number of Foreign Service officer efficiency reports and, in 
almost all cases, contain efficiency reports prepared by Foreign Service inspectors. 
In addition, with the passage of time a substantial amount of miscellaneous 
performance material has been incorporated into the files of the integrated officers. 
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EK. Lerrer, Senator MANSFIELD TO Deputy UNDER SECRETARY OF 
State Henperson, Marcu 23, 1960 


Marcu 23, 1960. 
Hon. Loy. W. Henperson, 
Deputy Under Secretary for Administration, 
Department of State, Washington, D.C. 


Dear Mr. Henpverson: This will acknowledge your letter of 
March 3. Thank you for the information which you provided. 

I request, now, an additional report which will indicate how 
Wristonees are faring compared with other Foreign Service officers 
in regard to selection out. I leave to you the selection of appropriate 
date, but I should think it would inelude a record of selections out 
class-by-class over an appropriate period of years and information on: 
(1) the interval between being Wristonized and selected out; (2) 
figures on the numbers of officers entering each class, Wristonees and 
others, and the number selected out of each class for the correspond- 
ing period; (3) numbers currently in the danger zone for selection out 
in each class, Wristonees and others; and (4) information on the time 
served within a class prior to selection out, Wristonees and others. 

Thanking you and with best wishes, I am 

Sincerely yours, 
Mike MANSFIELD. 


F. Lerrer, Deputy UnperR Secretary or State HENDERSON TO 
SENATOR MANsFIELD, Aprit 19, 1960, Wira ENcLosuReEs 


DEPARTMENT OF STATE, 
Washington, April 19, 1960. 
Hon. Mike MANSFIELD, 
U.S. Senate. 


Dear Senator MAnsFIELD: Further reference is made to your 
letter of March 23, 1960, in which you requested additional infor- 
mation with respect to the selection out of Wristonees and other 
Foreign Service officers. 

Foreign Service officers are selected out of the Service either under 
section 633(a)(1) of the Foreign Service Act of 1946, as amended, as 
a consequence of remaining more than a specified number of years in 
class without promotion or under section 633(a)(2) of the same act 
on the basis of a finding of substandard performance. 

Department of State Foreign Service regulations implementing 
these provisions of law are included in tab A. Briefly, the regulations 
concerning time in class set a limit of 15 years in class 1, 10 years in 
classes 2 through 7, and approximately 4 years for probationary 
officers in classes 7 and 8. The regulations concerning substandard 
performance require that such a finding be made by a regular annual 
selection board and provide for confirmation after administrative 
review and a final decision by a retirement panel. 
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Tab B is a report on the number of Foreign Service officers selected 
out in fiscal years 1955 to date, including pending cases. This report 
gives the length of time between appointment and separation and 
responds to items (1), (2), and (3) of your letter. Also, there is 
enclosed tab C, which we believe is pertinent in that it reports on the 
separation of class 8 officers during the probationary period. Legis- 
lative history on this subject makes it plain that considerable emphasis 
is to be placed on the separation of Foreign Service officers at the 
entrance level, thus eliminating at an mir stage those who most 
probably would become candidates for selection out from. higher 
classes in subsequent years. 

Tab D provides a report on the number of Foreign Service officers 
entering each class for fiscal years 1955 through fiscal year 1959, in 
accordance with item (2) of your letter. 

In my letter to you dated March 3, 1960, I enclosed a copy of the 
“Precepts for the 13th Selection Board.” Specific references to 
selection out appear on pages 17 through 20 and pages 22 through 24 
of these precepts. In addition, tab E, a special precept relating to 
selection out, is provided to members of retirement panels. 

If you desire, I shall be glad to discuss these matters further with 
you or to furnish other information which may be of use to you. 

Sincerely yours, 
Loy W. HeEnpERsoN, 
Deputy Under Secretary for Administration. 


Enclosures: 
1. Tab A. Regulations—Part IV personnel. 


2. Tab B. Foreign Service officers subject to selection out, 1955 to 
date, and pending cases (classes 1-7). 

3. Tab C. Foreign Service officers subject to separation (class 8). 

4. Tab D. Foreign Service officers entering class. 

5. Tab E. Precept for the 1960 early retirement panel. 
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TAB A 


PART LY PEnsouete. 


730 SEPARATION BY SELECTION -OUT 


Authority 


These regulations relating to selection-out of Foreign Service officers 
and to benefits such officers shall receive are prescribed under 
authority of sections 633 and 634 of the Foreign Service Act of 1946, 
as amended. 


Pol icy 


Any Foreign Service officer below the class of career minister who does 
not receive a promotion to a higher class within the period specified for 
his class or who fails to meet the standard of performance required of 
officers of his class shall be retired from the Service and receive benefits 
in accordance with section 634 of the Foreign Service Act of 1946, as 
amended, except as provided in 1 FSM IV 733. 1a and 735. 3. 


Substandard Performance 


An officer shall be considered to have rendered substandard performance 
in his class if his performance in the class is judged by the Selection 
Board to be clearly below that which the Boazd has determined to be a 
satisfactory level for the class, based on Precepts approved by the Board 
of the Foreign Service. In each instance in which a Selection Board 
makes such a judgment, the Board will specify whether the officer is 

to be denied the next step increase in salary or whether the officer 

should be considered in the ''selection-out zone" or both, 


Designation for Selection -Out 


Each Selection Board finding that an officér should be denied the next step 
increase in salary, or that he is in the "selection-out zone", or both, will be 
reviewed by the Deputy Under Secretary for Administration. If approved, 
those findings concerning "selection-out zone" ratings shall be subjected 

to the review of a Retirement Panel, appointed by the Deputy Under Secretary 
for Administration. If this task is sufficiently great, it may be divided be- 
tween two or more Panels. The Panel or Panels shall designate, from 
among the officers whose performance has been determined to be sub- 
standard, those officers whose records do not warrant retention in claés, 

and such officers shall be terminated. 


Documentation by Selection Boards and Retirement Panels 


A Selection Board, upon making a finding that an officer has rendered 
substandard performance shall, in each instance, prepare a specific 
statement in writing, setting forth the basis for the finding. A Retirement 
Panel, upon making a finding that an officer's record warrants his selection- 
out, shall in each instance prepare a specific statement in writing, setting 
forth the basis for the finding. 


1 
t 
1 
S 
e 
S 
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S 
1 
e 731.2 
D 
4 
9 
1 
731.3 
) 
731.4 
731.5 
731.6 





Notice to the Officer 


Each officer whose performance has been found by a Selection Board to 
have been substandard for his class shall be provided with a copy of the 
statement by the Selection Board prepared in accordance with 1 FSM IV 
731.5, after approval of the finding of substandard performance by the 
Deputy Under Secretary for Administration, but not until after consideration 
by the Retirement Panel of the officers designated in the "selection-out 
zone". Officers designated for selection-out on the basis of Retirement 
Panel findings shall be notified of this determination in writing and shall 

be provided upon request with a copy of the findings. 
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Foreign Service Officers in Classes 1, 2 or 3 
A Foreign Service officer of class 1, 2 or 3 shall be retired from the Service 
.by selection-out and receive, retirement benefits in accordance with 1 FSM IV 
673, if: 


The officer has remained in class 1 for 15 years or in class 2 or class 3 for 
10 years without promotion to a higher class; or 


b. The officer is selected-out in accordance with the provision of 1 FSM IV 731.4. 





Foreign Service Officers of Class 4, 5, 6 or 7 


733.1 A Foreign Service officer of class 4, 5, 6 or 7 shall be retired from the 
Service by selection-out and receive the benefits prescribed in 1 FSM IV 
733.2, if: 


a. The officer has remained in the same class for 10 years without 
promotion to a higher class, provided that if any such officer was 
rated among the highest 25 percent in his class by the most recent 
Selection Board, such officer may, upon the recommendation of the 
Board of the Foreign Service and approval by the Secretary, remain 
in the same class without promotion for a period not to exceed 4 
additional years; or 


b. The officer is selected-out in accordance with the provision of | FSM IV 
731.4. 


Notwithstanding the provisions of 1 FSM IV 733.2, any officer of ciass 4, 


5, 60r7 who is eligible for voluntary retirement may be granted such 
retirement in lieu of selection-out. 


733.2 A Foreign Service officer of class 4, 5, 6 or 7 who is separated from the 
Service by selection-out shall receive benefits as follows: 


a. One-twelfth of a year's salary at his then current salary rate for each 
year of service and proportionately for a fraction of a year but not 
exceeding a total of one year's salary at his then current salary rate, 
payable without interest, in three equal installments on the first day 
of January following the officer's separation and on the two anniversaries 
of this date immediately following; and 


A refund of the contributions riade to the Foreign Service Retirement 
and Disability Fund, with interest to date of separation compounded 
annually at 4 percent, except that in lieu of such refund such officer 
may elect to receive retirement benefits on reaching the age of 62, 

in accordance with the provisions of | FSM [IV 673. In the event that 
an officer who is separated from class 4 or 5 and who has elected to 
receive retirement benefits dies before reaching the age of 62, his 
death shall be considered a death in service within the meaning of 

1 FSM IV 673,4. In the event that an officer who was separated from 
class 6 or 7 and who has elected to receive retirement benefits dies 
before reaching the age of 62, the total amount of his contributions 
made to the Foreign Service Retirement and Disability Fund, with 
interest to date of death, compounded annually at 4 percent, shall be 
paid, upon establishment of a valid claim therefor, in the order of 
precedence set forth in | FSM FV 671. 26b. 


A Foreign Service officer of class 4, 5, 6 or 7 who is separated from the 
Service by selection-out shall have the right to assign to any person or 

corporation the whole or any part of the benefits receivable by him pursuant 
to paragraph a above. Any such assignment shall be made on Form DS-977 
which will be provided by the Department on request of an individual officer. 








Foreign Service Officers of Class 7 


Any Foreign Service officer of class 7 who was transferred to his present class 
from old class 6, in accordance with the provisions of the Foreign Service Act 
Amendments of 1956, shall continue in a probationary status, shall not be subject 


to the provisions of 1 FSM IV 733, but shall be subject to the provisions of 1 FSM 
IV 735 in the same manner as if he were in class 8. 
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735 Foreign Service Officers in Class 8 


735.1 Any Foreign Service officer of class 8 who is not recommended for 
promotion by the third Selection Board to rate him in his class shall be 
separated from the Service within 4 months following acceptance by the 
Deputy Assistant Secretary for Personnel of the recommendations submitted 
by the third Selection Board, except that the Deputy Assistant Secretary for 
Personnel may postpone the separation date when he determines that such 
postponement is appropriate for medical reasons or for the good of the 
Service, provided that such postponement may not exceed 6 additional months. 


Any Foreign Service officer of class 8 who is recommended for promotion 

by the third and by each subsequent Selection Board to rate him in his class 
but who is not reached for promotion shall not be subjected to selection-out 
by reason of the fact that he has not been reached for promotion. Any 
Foreign Service officer of class 8 who is recommended for promotion by 

the third Selection Board to rate him in his class but who is not promoted 

as a result of that recommendation shall be separated from the Service 
within 4 months following acceptance of the recommendations submitted by 
the first succeeding Selection Board which fails to recommend his promotion. 


Foreign Service officers separated from class 8 under the provisions of 
1 FSM IV 735 shall have their contributions to the Foreign Service Retire - 
ment and Disability Fund returned in accordance with 1 FSM IV 671, 26a. 


Computation of Time In Class 


The period of service in each class for selection-out purposes shall be computed 
from the effective date ot appointment to the class and shall include all periods of 
service, except periods of leave without pay in excess of 3 months. Accordingly, 
in the case of an officer who is promoted to a higher class subsequent to-July 29, 
1956, time in class shall begin on the effective date of the promotion. In the case 
of an officer who has not been promoted since July 29, 1956, time in class shall 
include time served in the class in which he was serving on July 28, 1956. An 
officer separated from the Service who is subsequently restored to duty retro- 
actively to the date of his separation shall not have such period of separation 
included in the computation of his time in class. 


Effective Date of Separation 


737.1 Determining Effective Date 


In case of retirement on account of selection-out, the Personnel 
Operations Division shall set the effective date of separation which, 
except as provided in 1 FSM IV 737.2, shall be within the following time 
limits: 


a. For officers retired under the provisions of 1 FSM IV 732a and 
733.1la, within 6 months after the anniversary date of entry into the class; 


For officers retired under the provisions of 1 FSM IV 732b and 
733. 1b, within 6 months after the date of approval by the Deputy 
Under Secretary for Administration of the finding of substandard 
performance; 


For officers separated under the provisions of 1 FSM IV 735.1 and 
735.2, within the 4-month period specified in those sections. 


737.2 Postponement of Effective Date 


Notwithstanding the time limits contained in 1 FSM IV 737.1, a panel 
composed of the Deputy Assistant Secretary for Personnel, the Director 
General of the Foreign Service, and the Chief of the Personnel Operations 
Division may, following consultation with medical counsel when 
appropriate and after a review of all the pertinent circumstances in the 
case, at its discretion, recommend to the Deputy Under Secretary fur 
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Adrninistration that the effective date of separation of an officer subject 
to retirement on account of selection-out be postponed under any one of 
the following conditions: 


a. The officer would be retired involuntarily for age within 18 months 
after the date on which he otherwise would be selected out. 


The officer will become eligible for disability retirement within 18 
months after the date on which he otherwise would be selected out. 


The officer is suffering an illness or injury (not the result of vicious 
habits, intemperance or misconduct on his part) of such a serious 
nature as to jeopardize the possibility of his obtaining gainful 
employment. 


Upon receipt of a recommendation for the postponement of the effective 
date of separation, the Deputy Under Secretary for Administration, at his 
discretion, may postpone the effective date for a period not in excess of 
18 months beyond the date the separation would have been effective under 
the provisions of 1 FSM IV 732 and 733. The record of any officer whose 
effective date of separation is so postponed shall not be reviewed by 
Selection Boards which convene during the intervening period. 


737.3 Notice of Separation 


The Chief of the Personnel Operations Division shall issue to each officer 
retired from the Service on account of selection-out a written notice of the 
effective date of separation. The notice shall be issued at least 30 days 
before the effective date of separation. 
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Tas B 


Foreign Service officers subject to selection out (classes 1 through 7) 





Fiseal year 1955: 
Wristonees 
Non-Wristonees 

Fiscal year 1956: 
Wristonees 
Non-Wristonees: 


(a) Time 9 years, 7 months. 


(6) Performance a 9 years, 4 months. 
Fiscal year 1957: 


Wriptemee®.i: 4... <..4+,.!.- 
Non-Wristonees: (a) Time. 0 1 2 | 10 years. 
Fiscal year 1958: 
Wristonees___.__- 
Non-Wristonees: 


(a) Time... joan { | 10 years, 1 month. 

(6) Performance 6 years, 2 months. 

Fiseal year 1959: 
Wristonees: (6) Perform- 3 years, 5 months. 
ance. | 
Non-Wristonees: 


(a) Time — d ‘ } | 8 years, 11 months. 
(b) Performance -_. 2) 4 years, 3 months. 
Fiscal year 1960 to date: !_. | | 
Wristonees: (6) Perform- t 4 years, 1 month, 
ance. 
Non-Wristonees: 
oe 
(6) Performance -..- 3 5 | 8 | 6 years, 3 months. 
Pending cases: 2 : 
Wristonees: (6) Perform- 
ance 
Non-Wristonees: 
(a) Time he 
(h) Performance. .- 




















! Apr. 1, 1960. 
2 Some separation dates will be in fiscal year 1960 and some in fiscal year 1961. 


Tas C 


Foreign Service officers subject to separation during probationary period (class 8) 


Number of 
officers Average time in class 
separated 





Fiscal year: 
1957. . i 0 
1958 a aieneen teense sean a Ge ids 0 
6 | 2 years 2 months. 
7 
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Tas D 


Number of Foreign Service officers entering class (classes 1 through 7) 


Class 





Fiscal year 1955: 
Lateral, including Wriston | 
Promotion or basic examination 
Fiseal year 1956: | 
Lateral, including Wriston _. ‘ 
Promotion or basic examination _| 
Fiscal year 1957: 
July 1 to 28, 1956: 
Lateral, including Wriston_ . 
Promotion to basic examina- 
aay a iaciceacien dl 
July 29, 1956, to June 30, 1957: 
Lateral, including Wriston_ . 
Promotion_. ; . 
Fiseal year 1958: 
Lateral, including Wriston 
Promotion .____...- si 
Fiscal year 1959: 
| 





Lateral, including Wriston 
Promotion ‘ 








! Entered by basic written and oral examination. 
? Includes 120 who entered by basic examination. 
3 Includes 146 who entered by basic examination. 
4 All 68 entered by basic examination. 


Tas E 
PRECEPT FOR THE 1960 EARLY RETIREMENT PANEL 


GENERAL DIRECTIVES 


There was inaugurated in August 1958 a new procedure for the early retirement 
of Foreign Service officers who fail to meet the high standard of performance 
required of their class. The board of the Foreign Service recommended, and the 
Deputy Under Secretary for Administration approved, the institution of the 
early retirement procedure in time for its utilization by the 12th selection boards. 
Its basic tenets are contained in I FSM IV 731.1 through 731.6. In addition to 
this procedure, there has been retained another early retirement procedure: that 
is, the retirement of an officer who fails to receive a promotion to a higher class 
within the period specified for that particular class. The system of selecting out 
officers on a basis of “‘marginal’’ ratings has been abolished. 

Until last year relatively few officers other than those attaining retirement age 
had been retired mandatorily from the Service. The Department did not try to 
carry out an active early retirement program primarily for the following reasons: 

1. For several years as a result of increasing demands on it, the Service was 
expanding. The need for experienced officers during this period was great. It 
seemed preferable to retain in the Service some officers of long experience who did 
not measure up to the standards of their classes until officers of superior qualifica- 
tions, coming up from classes below, gained sufficient experience to replace them. 

2. The Department was reluctant to carry out such a program immediately 
following the integration (1954-57) of officers of the Foreign Service, Foreign 
Service Reserve, Foreign Service Staff, departmental civil service into a broadened 
Foreign Service Officer Corps. It was believed that the officers of the broadened 
corps should have an opportunity to become adjusted to the new situation before 
being considered for early retirement. 

It seems now that there will be little expansion of the Foreign Service Officer 
Corps in the foreseeable future. Few officers will be subject to mandatory retire- 
ment within the next few years, and still fewer are showing an inclination to 
retire voluntarily. The Service has, therefore, reached a point where, in order 
to make a sufficient number of appointments at the bottom and to maintain the 
flow of able officers from the bottom toward the top, we should carry out an 
energetic program of early retirement. 

The carrying out of such a program is a matter of extreme delicacy. 








al 


607 
392 


523 
532 


| 68 
277 
718 
741 


76 
677 
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There can be no doubt that unless the officers—particularly those in the middle 
and upper classes—who are clearly not able to maintain the high standards of 
effectiveness required of officers of their rank are retired now, the Service as a 
whole will deteriorate. It is also clear that it would be in the interest of the 
Service and of the officers themselves for the officers in the junior grades, who 
experience has shown are not really fitted for the Service, to be promptly separated 
from it so that they will be able while still young to take up some other career for 
which they may be better suited. 

On the other hand, it is extremely important that mistakes in the pruning 
process be avoided; that the wrong officers not be selected for early retirement. 
If in our desire to keep the Service vigorous and effective and to maintain a steady 
promotion flow for deserving officers, we retire officers with relatively high quali- 
fications, long experience, and good performance records, we can create a sense 
of uncertainty and of injustice throughout the Service which may almost wreck it. 
Hard-working, able officers should not be haunted by a sense of insecurity with 
regard to their future. Officers should not become timid in taking actions lest 
a mistake might result in their retirement. 

Because of the importance, on the one hand, that an active retirement program 
be carried out and on the other that such a program be conducted in a manner 
which will not undermine the morale of the Service, this Early Retirement Panel 
has been set up. 

The precepts to the 13 selection boards provided that the standards of satis- 
factory performance for each class shall be set so high that at least the lowest 
3 percent of the class shall be considered as below standard and placed in a selec- 
tion-out zone. 

These boards placed 3 or more percent of the officers of each class in such a zone. 
The records of these officers have been carefully studied in the administrative 
area of the Department. Asa result of these studies, it has been decided that the 
names of some of them should be submitted to you for final consideration. 

Any officer who is selected out of classes 1, 2, and 3 is entitled to an annuity. 
On the other hand, officers in classes 4, 5, and 6 receive only a gratuity amounting 
at the maximum to 1 year’s salary, unless they have both the age (50) and the 
years of service (20) which would entitle them to a voluntary retirement annuity 
under existing law. 

We face a grave problem with respect to officers in classes 4, 5, and 6. Many of 
these officers will have spent a large portion of their best years in the service of 
the Government. Many of them have performed valuable services for the Gov- 
ernment in the past. Some of them may be regarded as casualties of the Service. 
Most of them have dependents. To turn them loose without annuities at an age 
when it would not be easy for them to find suitable employment on the ground 
that they no longer measure up to the standards prescribed for their classes might 
well give the Department a reputation for callousness in dealing with those who 
have entrusted their lives and their careers to it. On the other hand, it may not 
seem fair to retire immediately those whose age and years of service render them 
eligible for annuities while retaining in the Service those of no greater cat 
merely because they are not entitled to annuities. In this difficult situation 
am placing before you for final decision from classes 4, 5, and 6 only (a) officers 
under 40 years of age, who are presumably young enough to find other suitable 
employment; (6) officers 40 a above whose performance appears sufficiently 
poor to warrant separation without an annuity; and (c) officers in those classes 
who are old enough and have sufficient tenet of service to have earned the right 
to voluntary retirement on an annuity. This is a human problem; and human 
problems must be given careful consideration by those who have responsibility 
for the welfare and morale of the farflung members of the Foreign Service. Any 
views which the panel may have to contribute with regard to this problem will be 
welcome. 

The responsibilities which rest on you are very great. The Department is con- 
fident that you will accomplish your task with fairness and impartiality; that you 
will judge each case entirely on its merits without being unduly swayed by the 
decisions which resulted in its being presented to you; that you will bear in mind 
that the Service will deteriorate unless the officers who are unable to maintain 
the high standards required of them are retired; and that you will give careful 
consideration to the value to the Service of each officer considered in the light of 
his qualifications and of his past, present, and future potential performance. 

Marcu 1960. 
















Ill. TRAINING THE FOREIGN SERVICE 


A. Lerrer, Senator Futsricut to SecRETARY oF Stare HErTER, 
May 7, 1960 
May 7, 1960. 
Hon. Curistian A. Herter, 
Secretary of State, Department of State, 
Washington, D.C. 

Dear Mr. Secretary: My attention has been called to a report of 
the surveys and investigations staff of the House Committee on 
Appropriations on the Foreign Service Institute which is printed on 
page 691 of the hearings of the House Appropriations Committee on 
the appropriations bill for fiscal year 1961 for the Departments of 
State and Justice, the Judiciary, and related agencies. 

I should like to have detailed comments from the Department of 
State on this staff study. 

Very truly yours, 
J. W. Fuusricut, Chairman. 


B. Letrrer, Deputy UNpgER SECRETARY OF StTaTE HENDERSON TO 
SENATOR FULBRIGHT, JUNE 15, 1960, Witn ENcLosuRES 


JUNE 15, 1960. 
Hon. J. W. Futsricut, 

Chairman, Committee on Foreign Relations, 

U.S. Senate. 


Dear Mr. CuarrMan: On May 7 you requested the Department 
to provide you with detailed comments on a report which the surveys 
and investigations staff of the House Committee on Appropriations 
had prepared concerning the Foreign Service Institute. This report 
was inserted in the record of the hearings on the State Department 
appropriations before the subcommittee of the House Committee on 
Appropriations. 

There is enclosed a memorandum prepared in the Department 
commenting in some detail on the major criticisms voiced in the 
survey and investigations staff report. 

The Department has been appreciative of the interest of the House 
Subcommittee on Appropriations in the administration of our training 
programs. Although there are some differences of view between the 
Department and the survey and investigations staff, as indicated in 
the attached document, I can assure you that the Department is 
making every effort to benefit from the comments and suggestions of a 
constructive character contained in the report. 

I should like to make the following comments of a somewhat general 
character: 

1. It should be noted that the total amount expended for educational 
and training purposes during fiscal year 1959 was only $1,629,855. 
This represents the salary and expense cost of teaching and of admin- 
istering the Institute. The remainder of the budget of the Institute, 
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approximately $3 million, covers such mandatory charges as student 
salaries and allowances. 

2. In order that the Department might obtain what it considered 
to be expert advice with regard to the effectiveness of language instruc- 
tion in the Institute, it requested a committee of well-known educators 
who are skilled in the teaching of languages to make a study of the 
language-instruction methods of the Institute. The result of the study 
is the so-called Cowan report, a copy of which is attached to this letter. 
This report deals primarily with certain academic aspects of the lan- 
guage training of the Institute. A copy of it was also submitted to 
the House Subcommittee on Appropriations. You will note that this 
report states specifically on page 4, ‘‘We are in unanimous agreement 
that the Department’s language training needs cannot be met more 
economically or effectively by nongovernmental facilities.’ 

Your continuing interest in the efforts of the Institute to strengthen 

ualitatively the Foreign Service through education and training is 
loamy appreciated. It is hoped that the information contained in this 
letter and in the enclosures will be of value to you. 
Sincerely yours, 
Loy W. HenpERson. 

Enclosures: 

1. Memorandum of detailed comments on the surveys and investi- 
gations staff report dated May 31, 1960. 

2. The Cowan “Report on Language Training at FSI’’ dated Feb- 
ruary 1960. 

3. Summary of language training costs at FSI and quotations by 
commercial schools and universities. 


DEPARTMENT OF STATE MEMORANDUM FOR SENATE 
FOREIGN RELATIONS COMMITTEE 


Following are the Department’s comments on the report on the 
Foreign Service Institute made to the House Committee on Appro- 
priations by its surveys and investigations staff. This report is in- 
corporated in the hearings on the Department’s fiscal year 1961 
appropriation bill beginning on page 691. In providing detailed 
comments on the report, it is necessary to consider it against the 
Department’s objectives and the practical available means of achiey- 
ing its goals. Significant also is the general linguistic inadequacy in 
the United States and the fact that our universities and colleges 
have generally not provided the type of foreign language facility 
required for the Department’s overseas operating purposes. It 
should be noted, however, that the current trend supported by the 
National Defense Education Act indicates that the situation is im- 
proving. 

It is the Department’s hope that within several years it will be 
practical, without unduly limiting or restricting recruitment, to re- 
quire both a speaking and reading proficiency in one of the widely 
used languages such as French, German, or Spanish as a condition for 
appara nent to the Foreign Service. . At that time it should be possi- 
ble to reduce considerably inservice training in these languages and 
concentrate the Department’s resources and efforts on specialized 
requirements in the less widely used or hard languages. In the 
meantime, while very substantial progress has been made in improv- 
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ing the linguistic ability of Foreign Service officers, the Department is 
still in the situation of having to remedy a serious language deficiency. 

The nature of the Department’s worldwide operations requires the 
greatest flexibility in its language training programs, coordination of 
instruction between Washington and overseas posts, and specific 
tailoring of training to meet individual needs. For the above reason 
the Congress, through the instrument of the Foreign Service Act of 
1946 as amended, as well as many educators, has generally agreed 
that the Department should maintain its own language. traming 
facility. At the same time the ne¢essity of maintaining close contact 
with American educational institutions is recognized and the Depart- 
ment will continue, whenever it is advantageous, to utilize existing 
educational facilities. The following comments follow the outline of 


the report and are cross-referenced to the relevant page numbers in 
the hearings. 


Il. FOREIGN SERVICE TRAINING POLICIES AND ORGANIZATION OF FSI 
(PP. 691-692; 697-700) 


With regard to the world language training program initiated in 
November 1956, it is not a fact, as the report asserts, that personnel 
personally elect whether they will receive training in French, German, 
Italian, Portuguese, or Spanish. Officers other than FSO-8’s are now 
given world language training only if they are scheduled for transfer 
in the near future to a post where the world language which they 
are to study is either a primary or secondary language. World 
language training is given immediately after basic officer training to 
those new FSO’s who are (1) language probationers or (2) who are 
not probationers but do not have a professional use (S3} R3) proficiency 
rating. New FSO-8’s, whether language probationers or not, who 
will be assigned after basic officer training to a post where a world 
language is not of primary or secondary utility are given training in 
the world language in which they are most likely to make the greatest 

rogress in proficiency. This same criterion for selection of the world 
anguage to be studied applies in the case of new FSO-8’s, probationers, 
and non-probationers, who will be assigned to the Department upon 
completion of basic officer training. Based on the foregoing, it is 
evident that selection of the world language to be studied is not, goy- 
erned by the officer’s personal preference, but rather by the appli¢a- 
bility of the language studied to either an immediate posttraining 
assignment or because it is the language in which the officer can be 
expected to make the most progress toward professional proficiency 
which will be of utility to him in future assignments. 


IV. SPACE PRESENTLY UTILIZED BY THE FOREIGN SERVICE INSTITUTE 
IN ARLINGTON TOWERS (PP. 692-693; 706—709) 


That part of the report dealing with space occupied by the Foreign 
Service Institute in Arlington Towers is divided into two sections: 
(a) Obtaining and ee of space and (6) Utilization of space. 


Section A is a factual chronological ‘presentation of the manner in 
which the Institute obtained and occupied space in Arlington Towers. 
The report makes clear that the price of $3.75 per square foot being 
paid at Arlington Towers for renovated garage and commercial store 
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space is considerably below the going rate for similar space in the 
District of Columbia and northern Virginia. The report also recog- 
nized that the General Services Administration was responsible for all 
negotiations for the space; that the aequisition of space in Arlington 
Towers was not a move on the part of the Department of State to 
occupy ‘‘premium”’ space in a plush residential apartment; and that 
the rental figure of $3.75 includes utility, heating, air-conditioning, 
janitorial, and maintenance services as well as complete renovation 
of the space. 

Although the acquisition of an additional 20,000 square feet of space 
in January 1959 is questioned, recognition is given to the fact that it 
was acquired primarily to accommodate a planned major expansion in 
language training for the International Cooperation Administration. 
In negotiating with ICA on this proposal, the Institute obtained in 
writing projected student input figures on the basis of which the 
need for additional space was determined. At the time, all language 
teaching rooms were occupied so that it would have been Sonus 
to undertake any of the expanded training program without additional 
space. Unfortunately, the input of language students from the Inter- 
national Cooperation Administration did not materialize as planned. 
As a result, a number of language teaching rooms were vacant in the 
fall of 1959 when the House Appropriations Committee investigators 
were at the Institute. 

In “Section B: Utilization of Space,’”’ several examples are cited of 
what the committee investigators considered to be poor space utiliza- 
tions. The report states that the investigators made numerous sur- 
veys of the language teaching rooms, finding as many as 60 teaching 
rooms vacant. On at least four occasions, members of the Institute’s 
staff accompanied the investigators on these surveys. On none of 
these occasions were there 60 teaching rooms vacant. In the after- 
noons many of the language classes are not in the language teaching 
rooms but are in area studies or viewing foreign language films in other 
rooms. This might have given the impression that a numbef of 
language teaching rooms were not being utilized at all when in fact 
they were in use for the better part of the schoolday. 

or purposes of perspective, it should be noted that the typical 
language teaching room at the Institute in a windowless cubicle of 
14 by 12 feet, or 168 square feet, which accommodates up to eight 
persons. It is not the commodious space usually associated with 
university classrooms. 

During the past 14 weeks when an average of 95 language teachin 
rooms were available for use, 84 were occupied. The 11 rooms which 
were vacant during this period accounted for a total of 1,892 square 
— or less than 2 percent of the gross square footage occupied by the 

nstitute. 

The Foreign Service Institute is basically an educational institution 
and, therefore, the utilization of space assigned to it cannot be ap- 
praised in the same way that utilization of regular office space is ap- 
praised. Degree of occupancy is Fewer student input which 
constantly fluctuates and is not subject to precise advance determina- 
tion. It is necessary for the Institute to have some space flexibility in 
order to accommodate the peak periods in student intake during the 
year. 

The report states also that for the most part very little of the space 
assigned as tutor workrooms was being used. It is recognized that 
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when the tutors are instructing in the teaching rooms, their workroom 
= is vacant, but an area must be provided for them in the same way 
that any university provides space for its teaching staff. The rooms 
are used by the tutors to prepare for the next day’s class, to prepare 
teaching materials, and for other necessary activities related to their 
work. The Institute with a tutorial staff of 125 has assigned 3,281 
feet for use as tutor workrooms or about 27 square feet per tutor. 

In conclusion, it is not believed that as stated in the report, the 
Institute has an excessive amount of unused space on hand. 


IX. FAILURE TO PROPERLY UTILIZE TUTORIAL STAFF (PP. 695; 728-729) 


A. Lack of control over tutorial staff 


The Department is not in agreement with the finding that ‘the 
tutorial staff at FSI is receiving little or no supervision and a strong 
possibility exists that the Government is paying for 8 hours work but 
not receiving same.’’ Of the 114 tutors on FSI’s staff at the time of 
the investigation last September, 31 were retained on a part-time basis 
with quitting hours varying from 1 to 4:30 p.m. This might account 
for the observation by the investigators that workrooms assigned to 
tutors for work during the hours from 4 to 5:30 p.m. were empty and 
that some tutors were seen leaving the Institute shortly after 4 p.m. 
Tutor time sheets are carefully maintained. They are reviewed and 
certified for correctness by the appropriate department head before 
submission for preparation of the tutor payroll voucher. It is believed 
that the tutors do in fact receive necessary supervision and further 
that there is no basis for the inference that the Government is paying 
them for time not worked. 


B. Excessive time devoted to material preparation 


The report remarks on what is considered to be an excessive amount 
of time devoted to the preparation and revision of teaching materials. 
However, teaching of languages requires certain definable capabilities, 
including the professional preparation of materials. In the recognized 
absence of good teaching materials in many foreign languages, the 
Institute has had to move into the field and pioneer efforts to create 
materials suitable for the new methods of teaching. 

Recognition of the lack of such materials has been given by, among 
others, the officials charged with administering the N ational Defense 
Education Act. One of these officials is quoted in a recent congres- 
sional report as follows: 


With respect to materials being used in the language courses at FSI, Dr. Milden- 
berger indicated FSI materials are superior to any available elsewhere with a few 
exceptions * * *, 


This same official is quoted as having also stated— 


* * * if he could obtain some of the materials it would be a great saving to 
the Government. 
It may be of interest to note that negotiations are almost completed 
with the Department of Health, Education, and Welfare to permit 
full use and in fact further development of new materials by the 
Institute in several languages. 

Other authorities agree with this evaluation of the need for prepar- 
ing materials. The official report on the language ‘training offered at 
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FSI, made by a four-man committee of well-known linguists and cited 
as the Cowan report, says: 

The materials problem is perennial. For the kind of work being done at FSI 
there are no entirely adequate materials even for the languages commonly taught 
in our schools. The foreign language texts which commercial publishers find it 
profitable to produce could cover at most the first 2 months of an intensive course. 
Since FSI must provide continuation training, it is often better to build from the 
very start in order to have a coherent total program. For the “hard’’ languages 
the work has to start from scratch because of the dearth of usable materials. The 
preparation of systematic day-by-day practice materials is a formidable task, but 
without these materials classwork does not attain full effectiveness. The FSI 


program also needs extensive, carefully planned tapes, audiovisual materials, 
and a wide variety of readings. 

It might be expected that there would ultimately come an end to material 
preparation. Experience has shown, however, that no materials are ever perfected 
once and for all. Improvements in the scientific analysis of languages, in teaching 
techniques and changes in the needs of trainees constantly require larger or smaller 
changes. 


C. Student-to-tutor ratio 


The report cites certain student-to-tutor ratios which existed last 
September and suggests that these ratios indicate overstaffing. How- 
ever, student-to-tutor ratios as of a given point in time cannot be 
taken as an absolute measire of tutor staffing requirements. Tutors 
play an indispensable part in the preparation of language training 
materials. In certain instances, tutors may be utilized 100 percent 
on the preparation of materials.. The inclusion of such tutors in a 
computation of student-to-tutor:ratio will of course result in a mis- 
impression of the average number of students receiving instruction 
from the average tutor. 

In the case of the world languages, computation of student-to-tutor 
ratios as of a given date cannot always be taken as fairly representa- 
tive of the ratios which would prevail over a period of time. Classes 
in the world languages are started monthly at the Institute. The 
number of students who may be assigned to start training in a given 
month is not subject to precise planning in advance. Personnel are 
generally scheduled for world language training in connection with 
their transfer from one post to another. The transfer action governs 
their availability for training. As a result, the number of students 
in world language training from one point in time to another may 
vary considerably. It is not desirable to reduce the tutorial staff 
each time there is a momentary drop in the input of students. Ex- 
perienced tutors are one of the Institute’s major assets. Reasonable 
assurance of continuity of employment is essential to the maintenance 
of this asset. Therefore, if there is a drop in student load which it 
is known will be temporary, tutors who may be excess to immediate 
instructional requirements are not automatically separated, but are 
utilized on the preparation of materials and other necessary functions. 
However, it should be noted that tutors are not retained indefinitely 
in anticipation of an increase in student load. If advance planning 
indicates a student input below the current tutor complement, the 
complement is contracted to the extent required, 
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XI 


D. Conelusions of educators concerning .foreign language training at 
FSI (pp. 696, 741) 

The report states that the educators who were .interviewed by the 
investigators believed, with some few exceptions, that the 16-week 
world language courses at FSI are merely introductory and do not 
provide the student a sufficient knowledge of a language with which 
to carry on discussions with representatives of foreign countries where 
the student may be stationed. The report also implied that the 
Institute was unrealistic in its claims of achievement for the 16-week 
world language course. 

The Institute has recognized and stated that 12 to 16 weeks of 


instruction in a world language is the minimum period necessary to’ 


provide a basic introduction to the spoken language. At least 6 
months are required to attain even the minimum professional: level 
of proficiency in one of the Romance languages. This is defined as 
sufficient command of the structure and adequate vocabulary to 
handle representational requirements and professional discussions 
within one or more special fields. 

However, many of our students already have some knowledge of 
one of these languages. As a result, approximately 47 percent > in 
fact achieve this professional level with 16 weeks of training. The 
others acquire a good working knowledge of the language or at least 
a basic background on which to progress by part-time study. 

It would of course be ideal if beginning students who had no back- 
ground in the language could be given 6 months or more to achieve a 
professional level of proficiency in both speaking and reading. Un- 
fortunately, because of the pressures of worldwide operational require- 
ments, the Department generally cannot afford to keep personnel 
away from their job for more than 16 weeks. 

Facing these realities the Institute has developed a coordinated and 
flexible system of language programs both in Washington and at 180 
overseas posts. It is, therefore, possible for those who do not achieve 
the professional level of proficiency as a result of 16 weeks of training 
to continue their study of the language while on the job by participat- 
ing in part-time programs offered at posts or in classes offered in the 
early morning before office hours at the Institute in Washington. 
Cost of language instruction at the Foreign Service Institute (p. 742) 

In its report on the fiscal year 1960 appropriation bill for the De- 
partment, the House Appropriations Committee expressed concern 
over the high cost of teaching certain languages and directed the 
Department to ascertain whether these languages could not be more 
ably and economically taught in existing reputable educational 
institutions. The committee’s instruction was complied with.. The 
cost of each language taught at the Foreign Service Institute duri 
fiscal year 1959 was carefully analyzed. Quotations were obtaine 
from a number of universities and several commercial language schools. 
Copies of the correspondence involved in obtaining these quotations 
can on request be made available to the committee. On comparison, 
it was found that none of the universities or commercial schools had 


uoted a price for comparable training below the cost of training by 
the Foreign Service Institute. 
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The results of this cost survey, which were presented to the House 
Appropriations Committee during the hearings on the Department’s 
fiscal year 1961 appropriation bill, differed from the conclusion reached 
by the surveys and investigations staff of the House Appropriations 
Committee as set forth in its report of December 7, 1959. As a 
result, personnel of that staff were reassigned to the Foreign Service 
Institute for study of the comparative costs of language training pre- 
sented to the committee by the Department. The results of this 
study are incorporated in the report inserted in the hearings beginning 
on page 742. Comments on this report follow. 


Ill. ABSENCE OF AN ADEQUATE ACCOUNTING SYSTEM (P. 743) 


It is a fact that the Foreign Service Institute did not have a formal 
cost accounting system operative during fiscal year 1959. However, 
the Institute with the assistance of the Office of Finance did develop 
a costing procedure which, retroactively applied to the year’s fiscal 
activity, yielded what in the Department’s opinion were reliable data 
on the cost of language training by the Foreign Service Institute. 


IV. EXCESSIVE ALLOCATIONS 


A. soawreh revision, and preparation of new texts and materials (p. 
44) 


Salary expense involved in research incident to the preparation of 
new training materials or the revision of existing materials was al- 
located by the Foreign Service Institute on the basis of the total 
number of language students in fiscal year 1959 and the percent of this 
total accounted for by students trained in field programs and students 
trained in Washington. In other words, of a total of 5,346 language 
students 4,160 or 77.8 percent were trained in the field and 1,186 or 
22.2 percent in Washington. Accordingly, 22.2 percent of the ex- 
pense in question was included in arriving at the total cost of 
instruction at the Foreign Service Institute. Exception is taken to 
this allocation formula in the report which infers that this cost should 
have been allocated on the basis of the number of shipments of training 
materials, language by language, during fiscal year 1959. It is not 
believed that such a formula is reasonable. 

The scientific development of language materials is a long and in- 
volved process. The steps in this process include basic research and 
analysis of the language, comparative analysis of the base and target 
language, testing of tentative teaching materials in class, and finally 
revision and modification as may be necessary. Only at this point 
should materials be distributed for use in programs that are not under 
the direct supervision of a scientific linguist. 

Therefore, materials being developed during any fiscal year in a 
specific language may not necessarily be distributed to post programs 
for use during that year, or conversely, materials shipped during a 
given fiscal year may have been under development during several 
preceding years. Even if no materials were sent to the field during a 
fiscal year, any development in Washington during that year will 
eventually benefit end users in the field. 

Furthermore, research and development does not limit itself to the 
neat boundaries of a given language. The professional approach 
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applied by the Foreign Service Institute integrates and exchanges 
experience in various languages for the development and improve- 
ment of instruction in all languages it teaches. 

Because of the above factors and since it was necessary to dis- 
tribute research expense on an annual rather than an accrual basis, 
which would have been the more reasonable method, it is our con- 
sidered judgment that the most reasonable formula for distributing 
research expense is one that relates the total development program 
to the total enrollment throughout the Institute’s language training 
system. 


B. Allocation of FSI rent (p. 745) 


The report points out that $27,296 of a total fiscal year 1959 expense 
of $331,807 for rent and utilities was allocated to the cost of overseas 
language training programs and states that it was impossible to de- 
termine whether this allocation was reasonable in the absence of 
supporting records. Records are available in support of a demon- 
stration that the allocation of $27,296 or 8.2 percent of the total 1959 
rent, to overseas language training is reasonable and on request can 
be placed at the disposal of the committee. 

It is stated that the staff was unable to reconcile the difference 
between the $155,522 and the $126,091, both of which figures had 
been cited as the cost of rent allocable to language training at the 
Foreign Service Institute. The $155,522 represents the total rental 
costs allocated to all language training activities at the Foreign Serv- 
ice Institute: (1) regular instruction during official working hours, 
(2) part-time instruction before working hours, (3) self-study, (4) lan- 
guage proficiency testing, (5) language laboratory activities in part, 
and (6) development of language training materials in part. The 
$126,091 represents rental costs allocable to only regular instruction 
during official working hours. It includes the rental cost for language 
teaching rooms, a portion of staff space in the several departments of 
the school of languages, and that portion of the space in the Office of 
the Dean, the Office of the Assistant Director for Management, and 
the Office of the Director directly attributable to regular instruction. 

In its allocation of rent for classroom space, the Institute took the 
total annual rental cost for all language teaching rooms and divided 
that cost by the total hours of instruction given in all languages. 
The result was a standard rental cost for 1 hour of classroom instruc- 
tion which was included in arriving at the total cost of instruction 
for each of the languages taught at the Institute in fiscal year 1959. 
It was not considered feasible, as the investigators suggest, to ear- 
mark individual language teaching rooms to individual languages 
because of the numerous changes in the number of language classes 
in any given language and in the number of languages in which in- 
struction is given which occur during the course of a fiscal year. 


C. Allocation of salary cost (pp. 745-746) 

Exception was also taken to the fact that the Institute did not allo- 
cate any of the salary cost involved in ‘consultant activities” by the 
Institute’s staff to the cost of language instruction at the Institute. 
“Consultant activities” include the following functions: 

1. Providing advice and assistanee on foreign a prob- 
lems to the operating areas of the Department and other Govern- 
ment agencies; 
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2. Consulting with individuals, organizations, or institutions 
fostering activities of interest to and complementary to those of 
the Institute; 

3. Responding as necessary to inquiries and visits by Govern- 
ment personnel, the public, and foreign officials. 

These activities are not in general directly or indirectly connected 
with the classroom teaching of foreign languages although they do 
constitute a normal and necessary function of the Institute. As such, 
it is not believed that the cost of staff time devoted to such activities 
should lodge against the cost of language instruction at the Institute. 


D. Reproduction and language laboratory cost (p. 746) 


The allocation of reproduction cost was based on the Washington 
to field ratio on end users of the reproduced materials. This seemed 
the most reasonable available basis for the allocation of this cost. 
On this basis, $14,162 or 75 percent of a total reproduction cost of 
$19,283 was allocated to language training programs in the field. 

The report also suggests that allocation of 70 percent of the salary 
costs for staff of the language laboratory to language training in the 
field was excessive. This allocation was based on the number of 
language training tapes produced in fiscal year 1959 by the language 
laboratory. Of a total of 14,784 reels of tape produced, 10,550 reels 
or 71 percent were for use in overseas programs. 

The $2,348 in miscellaneous language laboratory expense, cited in 
the report as having been dropped out of overhead costs to be allocated 
in arriving at the cost of classroom instruction at the Institute, relates 
to costs attributable to self-study students. As such, this expense was 
unrelated to the cost of classroom instruction. 


Vv. USE OF SECTION-HOUR BASIS (P. 747) 


Although the report asserts that the section-hour is a meaningless 
unit on which to base a comparison of the Institute’s language training 
costs with the costs of universities and commercial language schools, 
it is believed that the section-hour represents the most practical 
common denominator for making such comparisons. It is the accepted 
unit used by the Government agencies in contracting for language 
training services. A section-hour is defined as 1 hour of classroom 
instruction for from 1 to 6 students. Total cost. of instruction 
for a language divided by the total section-hours of instruction in that 
language results in a cost per section-hour. The Institute’s costs for 
instruction in the various languages taught during fiscal year 1959 
were so divided to arrive at a cost per section-hour for each language. 
The quotations received from the universities and commercial | e 
schools were treated in the same way as basis for comparison with the 
Institute’s costs. Use of this denominator permits a valid comparison 
without regard to possible variations in the number of section-hours 
nowt per day, the number of students in a section, or whether the 
students may be part time or full time. 











160 ADMINISTRATION OF THE DEPARTMENT OF STATE 


VI. TRAINING OF DEPENDENTS (P. 747) 


Language training for dependents of Foreign Service personnel is 
cited as having been given without legislative authority. Langua 
training has been available to dependents on a space-available basis; 
i.e., dependents have been accepted for training but only in classes 
which have otherwise been established for three or more employees. 
Thus, there has been no additional expense to the Government as a 
result of dependents’ participation in language training. 

It is the Department’s view that there is a critical need for such 
training of dependents since the Foreign Service couple in overseas 
areas generally operates as a man-and-wife team in representing the 
United States. Their effectiveness often depends on the ability of 
the wife not only to subsist with reasonable calm and confidence in 
the foreign community but also to participate actively in meeting 
the foreign public in a semiofficial capacity. This requires at least a 
limited knowledge of a local language. 

The Foreign Service wife who cannot shop without an interpreter, 
who cannot talk to her neighbors or her counterparts among the wives 
of local government officials, is apt to be a somewhat limited asset to 
her husband and to the Government. To say the least, the man-and- 
wife team works at a disadvantage when the wife is a language cripple. 
Recognizing this, many wives engage tutors at their own expense. 
The Department supports this effort and believes that the opportunity 
to study the local language should be offered to all Foreign Service 
wives assigned overseas, in order to bring the opportunity to those 
who cannot afford to pay for language instruction themselves. 

The Department believes that its decision to permit wives to sit in 
on courses already established, on a space-available basis, has been 
of advantage to the U.S. Government. In view, however, of ques- 
tions of legality which have been raised in the Congress, the Depart- 
ment is no longer admitting dependents to language classes pending 
the enactment of legal authority for their admission. 


VII. CONCLUSIONS (PP. 747-748) 





The Department cannot agree with the conclusion that “the pro- 
cedures used by FSI have resulted in charging a disproportionate 
part of the expenses incurred at FSI, Washington, to overseas language 
programs and to activities other than language instruction at 
Washington” and that ‘this had the effect of understating all the 
‘section hour’ costs furnished to the committee.” This conclusion is 
based on the material which appears on pages 744-746 under the 
heading “Excessive Allocations.’”’” The Department’s replies to the 
criticisms expressed in this section of the report have already been 
stated. 

Nor is it agreed that FSI’s cost estimates were basically deficient 
because ‘‘they were prepared for a period during which acceptable 
accounting and cost accounting systems were not im use at the Insti- 
tute.” It is believed that application of the costing procedure, 
developed by the Institute with the assistance of the Office of Finance 
and approved by the Chief of the Internal Audit Staff, resulted in 


data accurately representing the cost of language training at the 
Foreign Service Institute. 
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A REPORT ON LANGUAGE TRAINING IN THE FOREIGN SERVICE 
INSTITUTE, DEPARTMENT OF STATE! 


A panel composed of the following: 

Stephen A. Freeman, vice Drenitlenit and director of the Language 
Schools, Middlebury College; 

Henry Grattan Doyle, former dean of Columbian College, George 
Washington University, and secretary-treasurer of the Na- 
tional Federation of Modern Language Teachers’ Associations; 

W. Freeman Twaddell, professor of linguistics, Brown University, 
past president, Linguistic Society of America; 

J. Milton Cowan, director, Division of Modern Languages, Cor- 
nell University; 


in response to a. request by Assistant Secretary of State, Lane Dwinell, 
made a survey of the language training conducted at the Foreign Serv- 
ice Institute (Arlington Towers, Va.). Messrs. Twaddell and Cowan 
were able also to visit and observe the FSI Arabic training in Beirut, . 
Lebanon, while they were in the Middle East on other business. The 
panel was specifically requested to bear in mind a statement of the 
House Appropriations Committee in action on the Department’s fiscal 
year 1960 appropriation, to wit: 

* * * Instances were also uncovered where the cost of teaching certain lan- 
guages appeared excessive. The Department is again directed to ascertain if 
these languages cannot be more ably and more economically taught in existing 
reputable educational institutions. 

Members of the panel conferred with officers of the Department 
and the administration of the FSI. They were provided with fyll 
information concerning policy and practice. All facts and informa- 
tion requested were provided by the staff of the FSI and in every 
respect the panel had full cooperation. Panel members visited classes 
in practically all of the languages offered at FSI, discussed teaching 
problems with the staff linguists and tutors, and talked with the 
student trainees. They also examined the teaching and testin 
materials prepared at FSI, observed examination techniques an 
audiovisual facilities. These activities, together with the considerable 
information available to the panel prior to the visits and the ready 
cooperation of everyone at the school, enabled the panel members to 
obtain a comprehensive view of the problems involved. Members of 
the panel shared their experiences through continuous reporting and 
discussion and arrived at a high degree of unanimity in their judg- 
ments. 

GENERAL COMMENTS 


The task of the FSI is to provide high-quality training in a wide 
variety of languages for a wide range of trainees. There are inherent 
difficulties in operating such a program. There is the difficulty of 
recruiting and holding a competent staff against the attractiveness of 
university jobs. Many first-class people have left FSI in recent 
years for university posts. There is the necessity for preparation 
and constant revision of teaching materials needed for very special 
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requirements. There is the problem of distributing staff time effi- 
ciently under conditions where the student input is irregular and 
frequently unpredictable. Irregularity of student input, both as to 
numbers and starting dates, is at present outside the control of the 
FSI. Certainly the FSI has a greater collective experience in dealing 
with this difficult situation than any other institution in this country. 

Despite the complexities of the FSI operations, the panel notes 
from a comparative study that the instructional costs per section 
hour at FSI are below those quoted for courses of a comparable 
number of contact hours of instruction by commercial language 
schools and universities in the Washington area as well as by other 
universities throughout the country. It is well known that few uni- 
versities are interested in handling contract work in intensive language 
instruction unless they can be guaranteed a relatively large number of 
students coming at regular intervals preferably coinciding with the 
regular semester opening dates. It should also be emphasized that 
universities are highly specialized in their language offerings with 
very few able to handle more than the common Tain es. Uni- 
versities have found the costs of maintaining a standby staff of native 
tutors and professional linguists for the training of a small number of 
students in out-of-the-way languages to be prohibitive. Commercial 
language schools may give the appearance of offering a wide range 
of languages, but this is done without the distinguishing characteristics 
of modern high quality intensive language teaching, namely, control 
of the operation by a professionally trained linguist and utilization 
of linguistically sound materials. 

We are in unanimous agreement that the Department’s language 
training needs cannot be met more economically or effectively by non- 
governmental facilities. We see no evidence that the teaching of 
certain languages can be accomplished more economically outside the 
FSI without a loss of quality in the instruction. Any attempt to 
fragment the program by farming out some languages can only aggra- 
vate the overall problem. Our recommendation is that every effort 
be made to improve and strengthen the program of the FSI. 

The remainder of this report is devoted to factors which influence 
the definition of such terms as. ‘‘efficiency,” ‘‘economy,’’ ‘‘effective- 
ness,”’ etc., in language teaching, as well as to concrete suggestions for 
improvement of the teaching program at.the FSI. 


POLICY QUESTIONS 


The FSI is a service agency for the Department and incidentally 
for other agencies. It must stand prepared on short notice to begin 
instruction in any of a large number of languages for varying numbers 
of trainees, the latter often of widely varying language learning ability. 
This means that it must at least have standby staff for these languages 
and, during periods when no instruction is offered these people can 
be engaged in research and implementation which will make instruc- 
tion, when offered, more effective. Thus, the FSI] must have an 
extremely flexible program. 

The ideal language teaching-learning situation is one where approx- 
imately six students of roughly equal ability begin an intensive class 
at the same time. Economically such a class is a basic unit. It 
requires one full-time tutor who is a native speaker of the language 
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and the part-time supervision of a professional linguist. If there are 
four such units under supervision of the linguist, the picture is fully 
rounded out. The out-of-class activities of the tutors and the linguist 
are devoted to the preparation of class materials and other operations 
such as testing, supervised study, etc. Such a program aliewe for 
sectioning of students according to ability as the course progresses. 
Any deviation from such a program shows a loss both in economy and 
effectiveness. 

We recognize the difficulties in arranging assignments of Foreign 
Service personnel, but we strongly urge that the Department do all 
it can to stabilize starting dates for language courses and insure that 
reasonable class sizes are maintained. To the extent that this is 
not done, the Department must be aware that reduced effectiveness 
of instruction and an increase in costs and possible inefficiency are 
an inevitable result. 

Another question which we wish to raise is the extent to which other 
agencies use FSI facilities. There is an advantage to this so long as it 
makes use of standby staff. However, it is conceivable that such 
operations might actually. work to the detriment of the Department’s 
best interests, especially at. times when there is a shortage of pro- 
fessional linguists. The whole matter should be reviewed from time 
to time. 

We have no criticism of the Department’s policy of training in the 
world languages, French, German, Spanish, regardless of whether or 
not the person trained is to be assigned immediately to an area where 
the language is essential. However, the Department must at all 
times work for an assignment policy geared to the training activities. 
Language training is expensive chiefly because the salaries of the 
trainees amount to approximately twice the actual cost of instruction. 
Any training in a language prior to assignment to an area where it is 
needed is a real investment. 

Criticism which arises when a trainee, upon completion of a 
language course, is assigned to an area where he has no use for the 
newly acquired language skill pertains to the Department’s assignment 
policy mentioned above and not to the operations of FSI. 


ACADEMIC NATURE OF THE TEACHING OPERATIONS 


The FSI is an educational operation and must continue to be 
understood and defined as such. The language teaching profession 
in this country has been pleased to note that the Department has 
so handled its language training facility. The employment of pro- 
fessional linguists, their participation in professional meetings, 
conferences, and other activities, the production of scientifically 
sound teaching materials and, more recently, the possibility of having 
these materials made generally available through the Center for 
Applied Linguistics, are all welcome developments. Without these 
the FSI vant quickly atrophy into a sterile teaching operation in the 
hands of untrained native speakers. 

In order to maintain its leadership in the field, the Department 
will ‘have to continue in competitive recruitment with colleges and 
universities for linguists and tutors. It must be able to attract and 
hold these in terms of salaries, workload, job security, job satisfaction, 
and advancement. We are prepared to support requests for addi- 
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tional budgetary provisions especially for linguist supervisors. The 
most noticeable shortcoming we observed in the teaching at FSI was 
inadequate supervision of the native tutors. 

It is important to recognize the fact that an academic operation is 
not a clock-punching operation. Full-time workers in educational in- 
stitutions devote their time to a number of different activities. No 
teacher in an intensive language program can put in 8 hours effectively 
in the classroom. We incline to view the figure of approximately 
6 hours a day, which is current FSI practice, as too high. When one 
considers the number of tasks which have to be performed before 
effective classwork can be conducted, it is clear that both linguist and 
native speaking instructor must devote a large portion of their time 
to activities outside the classroom. Job descriptions for linguists and. 
teachers must be broad enough to include the creation of all kinds of 
teaching materials, supervision of study periods, attendance in the 
language laboratory, testing, training of new teachers, grading, office 
reports, etc. : 

The materials problem is perennial. For the kind of work being 
done at FSI there are no entirely adequate materials even for the 
languages commonly taught in our schools. The foreign language 
texts which commercial publishers find it profitable to produce could 
cover at most the first 2 months of an intensive course. Since FSI 
must provide continuation training, it is often better to build from the 
very start in order to have a coherent total program. For the “hard” 
languages the work has to start from scratch because of the dearth of 
usable materials. The preparation of systematic day-by-day practice 
materials is a formidable task, but without these materials classwork 
does not attain full effectiveness. The FSI program also needs ex- 
tensive, carefully planned tapes, audiovisual materials and a wide 
variety of readings. 

It might be expected that there would ultimately come an end to 
material preparation. Experience has shown, however, that no 
materials are ever perfected once and for all. Improvements in the 
scientific analysis of languages, in teaching techniques, and changes 
in the needs of trainees constantly require larger or smaller changes. 

The academic atmosphere may at times appear to certain observers 
to be somewhat lax, but it is in reality very productive because it 
induces people to focus on getting a job done for the sake of the job. 
This is the goal sought after in highly organized industry where all 
too often people conform to the prescription of getting a job done for 
the sake of conforming to the prescription. 


SUGGESTIONS FOR IMPROVEMENT 


We have talked over in some detail with the staff of the FSI pro- 
posals which might lead to improvement of their program. The 
suggestions which follow are based on a more liberal interpretation of 
utilization of the time of the native-speaking tutors than is currently 
being made. There seems to be developing in auditing and accounting 
an interpretation that the tutors are only earning their salaries when 
they are actually teaching in class. We have already indicated that 
we consider this to be a wrong interpretation and one which could lead 
to neglect of those all-important preparatory functions which provide 
maximum utilization of class time. 
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We feel that there should be more outside preparation on the part 
of the trainees for the time spent in class. e would like to see 
experimentation with the reduction of the number of classroom hours. 
This would afford more time for supervised study and work with 
recorded materials in the language laboratory. Such an arrangement 
would make possible more training for reading proficiency in those 
languages which have an alphabetical writing system. Coverage of 
larger quantities of informative reading would contribute appreciably 
to the improvement of students’ ability to perform in class. 

We recommend cutting the 6-class-hour day to 4 hours for classes 
which have only one or two students with a corresponding increase 
in the amount of outside individual study. Tutors could be made 
available for this purpose. Experience with these small classes may 
point the way for revisions in the plan for larger classes. — 

We felt, on the basis of our observations, that better utilization could 
be made of the time of the linguists. Their greatest contribution is in 
supervision of classes and it seemed to us that they were too much 
involved in administration. 

In conclusion, we believe that the Department should consider 
making a usable command of a “world” language a requirement for 
entrance into the American Foreign Service. 

Respectfully submitted by: 

STEPHEN A. FREEMAN, 
Henry Grattan Doy.e, 

W. Freeman TWADDELL, 

J. Mitton Cowan, Chairman, 


WasuineoTon, D.C., February 1960. 





SUMMARY OF LANGUAGE TRAINING COSTS AT FSI AND QUOTA- 
TIONS BY COMMERCIAL SCHOOLS AND UNIVERSITIES 


A survey has been conducted in the interest of comparing the cost 
estimates for language training at the Foreign Service Institute in 
Washington with those of other educational institutions. Letters 
were sent out to 12 reputable institutions requesting estimated costs 
of training based on prescribed specifications in accordance with 
quality control procedures established by the Institute in connection 
with contract services rendered to it. The replies varied considerably 
in the amount of information received. Some institutions submitted 
. quotations based on FSI’s specifications; some quoted but with ad- 
mitted omissions. Three universities declined to bid and therefore 
are not listed on the table. 

The comparison of costs is based strictly on a calculation of the 
cost per section-hour for up to six students and does not necessarily 
mean that the instruction, services, and facilities are in each case 
comparable. While quotations were submitted in various ways, the 
costs have been calculated to a standard unit; namely, the cost per 
section-hour of training. 

The costs quoted by the universities and commercial schools were 
not supported by detail showing the elements of expense which the 
inchededl 3 The Institute’s costs include (1) tutor and linguist _ 
aries, (2) salaries of language laboratory staff, (3) costs involved in the 
development and preparation of language training materials, (4) other 
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staff salaries, (5) training supplies and equipment, (6) administrative 
supplies, equipment, and reproduction costs, and (7) rent. The In- 
stitute’s costs do not include a portion of certain standard centralized 
administrative support costs such as those of the Department’s Office 
of Personnel, Office of Finance, Office of Budget, and some general 
service operating expense. The results of this survey indicate that 
none of the universities or commercial schools has quoted a cost for 


comparable training below the cost of training by the Foreign Service 
Institute. 
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IV. CRITERIA FOR DESIGNATION 





OF HARDSHIP POSTS 


A. Lerrer, Deputy UNpDER SEecRETARY OF STATE HENDERSON TO 
SENATOR MANSFIELD, Marcu 2, 1960 


Deputy UNperR SEcRETARY OF STATE, 
Washington, March 2, 1960. 

Hon. Mike MANSFIELD, 

U.S. Senate. 


Dear Senator Mansrieutp: Thank you for your letter of Feb- 
ruary 25 raising questions about certain differential pay rates. I am 
asking appropriate officers to prepare a reply to your questions on an 
urgent basis. 

If the situation permits, I am hoping to attend a conference of U.S. 
Ambassadors in the Far East this month and will probably be away 
from the office at the time that the information which you are seeking 
has been prepared. I am, therefore, asking Mr. Dwinell, the Assistant 
Secretary for Administration, to forward the information to you as 
soon as it has been gathered together. 

Sincerely, 
Loy W. HenprErson. 


B. Lerrer, ASsIsSTANT SECRETARY OF STATE LANE ['WINELL TO 
SenaTOR MANSFIELD, Marcu 24, 1960, Witn ENcLosuREs 


DEPARTMENT OF STATE, 
Washington, March 24, 1960. 
Hon. Mike MANSFIELD, 

U.S. Senate. 


Dear SENATOR MANSFIELD: In his letter of March 2, Mr. Hender- 
son stated that 1 would forward the information requested in your 
letter of February 25 as soon as it was assembled. You requested 
(1) an opinion as to whether payment of an additional 25 percent of 
basic pay to civilian employees of the Government in the Canal Zone 
is Justified in view of the fact that no hardship differential is paid to 
Foreign Service, ICA, and USIA employees in the Republic of 
Panama; (2) information regarding the practice of paying differential 
for hardship conditions to certain categories of U.S. Government 
employees abroad who are not governed by the standardized regula- 
tions (Government civilians, foreign areas); (3) detailed justification 
for the post differential which is authorized for 102 specified foreign 
posts; and (4) a statement explaining how the rates of differential are 
determined. 

I am responding to the fourth request by attaching a statement 
(enclosure 1) which includes an outline of the system used in deter- 
mining foreign post differential classifications. This statement will 
be useful in supplementing our replies to the first three requests. 

In reply to the first request, by applying the criteria outlined in the 
statement the following posts in the Republic of Panama qualify for 
168 
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15 percent post differential: Chitre, David, Divisa, and Santiago. 
In accordance with the latest agency report, ICA personnel are sta- 
tioned at those posts. Panama City, where Foreign Service, ICA 
USIA, and Department of Commerce personnel have their official 
headquarters, and Colon, a small Foreign Service post, do not warrant 
a post differential classification under the system. U.S. citizen 
civilian employees of the Government who are stationed in the Re- 
public of Panama draw free Government quarters, or a quarters 
allowance in lieu thereof, and any other allowances for which they 
may qualify under the Standardized Regulations. U.S. citizen 
civilian employees of the Government in the Canal Zone on the other 
hand have, by law, been authorized to receive a salary differential of 
25 percent since 1912. As the Zone is not considered to be in a 
foreign area, employees stationed there are ineligible for any of the 
benefits under the Standardized Regulations. The Department is 
responsible for the allowances and post differential programs in 
foreign areas only and, therefore, is not in a position to justify this 
difference in treatment. 

In reply to the second request, Foreign Service officers, Foreign 
Service Reserve officers, and regular Foreign Service Staff personnel in 
foreign areas, as well as U.S. citizen civihian employees of other de- 
partments and agencies abroad whose salaries are fixed by statute, are 
governed by the post differential portion of the Standardized Regula- 
tions (Government civilians, foreign areas). It is understood, how- 
ever, that certain employees of some other departments and agencies 
whose salaries are not fixed by statute, such as those under employ- 
ment contracts or whose salaries are fixed administratively, receive 
either a differential based on amounts prescribed in the Standardized 
Regulations or have such amounts considered in establishing their 
salaries. Agencies do not report such personnel to the Department 
and, as we have no employees of that type, we cannot furnish specific 
information regarding those practices. 

In reply to the third request, another paper is appended as enclo- 
sure 2. The posts listed in the attachment to eit oben are relisted, 
together with an indication of the degree of weight given under each 
of the major hardship factors which are described in the attached 
statement (enclosure 1). The total of these weights has resulted in 
the post’s classification which also is indicated in each instance. The 
Foreign Service posts on the list are underscored for identification. 
The other posts are staffed by employees of other departments and 
agencies. Io justify a differential, the post has submitted to the 
Department, through the parent agency, a completed form DSP-36 
“Foreign Post Differential Questionnaire.’”’ Evaluation of this report, 
together with all other pertinent information available, is made by 
the Department under the worldwide standards described in enclo- 
sure 1. A copy of this form is attached as enclosure 3. 

I trust that the information furnished herewith will answer your 
questions insofar as they pertain to the Department’s responsibilities 
and operations. If I can be of any further help please do not hesitate 
to call on me. 

Sincerely yours, 
LANE DwINELL, 
Assistant Secretary. 








170 ADMINISTRATION OF THE DEPARTMENT OF STATE 


Enclosures: 


1. Outline of authority for, and system used in, determining foreign 
post differential classifications for civilian personnel. 


2. Weighting applied under worldwide standards for post differential 
at certain foreign posts. 
3. Form DSP-36 “Foreign Post Differential Questionnaire.” 


ENCLOSURE 1 


OvTLINE OF AUTHORITY FoR, AND System Usep In, DETERMINING FOREIGN 
Post DIFFERENTIAL CLASSIFICATIONS FOR CIVILIAN PERSONNEL 


By Executive Order 10,000, dated September 16, 1948, as amended, the President 
has given the Secretary of State authority and responsibility under section 443 
of the Foreign Service Act and section 207 of the Independent Offices Appro- 
priation Act, 1949, for prescribing regulations and establishing foreign post 
(salary) differentials for civilian employees. The Foreign Service Act and section 
103 of the Executive order are explicit in stating that this payment must be 
limited to places involving one or more of the following: 

(a) extraordinarily difficult living conditions, 
(6) exeessive physical hardship, or 
(c) notably unhealthful conditions. 
For clarity, these 3 elements have been divided into 11 major categories: 
Extraordinarily difficult living conditions: 
Inadequate housing accommodations. 
Lack of cultural and recreational facilities. 
Geographic isolation. 
Inadequate transportation facilities. 
Lack of food and consumer services. 
Excessive physical hardship: 
Deleterious effects of climate and altitude. 
Dangerous conditions affecting life, physical well-being, or mental health. 
Notably unhealthful conditions: 
Incidence of disease and epidemics. 
Lack of public sanitation. 
Inadequate health control measures. 
Inadequate medical and hospital facilities. 

For purposes of objective analysis, the 11 major categories of hardship have 
been subdivided into 77 factors, many of which are again divided into variations 
of the same factor. Each factor or variation of factor is given specific point 
weight. It is the combination of these weights as applied to environmental con- 
ditions at the post which determines its differential classification under the point- 
score system used by the Department of State. For example, the category, 
‘‘Tsolation’’, is subdivided into the following factors: 

A. Geographic restrictions 

B. Places of interest 

C. Population 

). Distance from any city 

kK. Distance from the United States 
F. Transportation away from post 
G. Regional transportation 

H. Local transportation 

I. Mail 

J. Size of English-speaking colony 
K. Size of American colony 

L. Restriction of social life due to customs or language. 

In the explanatory standards used for evaluation of each factor ‘Geographic 
restrictions’’, as an example, is described as follows: 

‘Personnel geographically restricted by natural barriers, official regulations or 
otherwise similarly isolated. L:xamples: Small islands where mainland cannot 
be easily reached by ferry or other commuting facilities; towns removed from 
other civilization or isolated by desert, jungle, mountains, etc.; restriction to 
specified areas such as to a city or sector thereof by regulation of U.S. or local 
government. 

(1) Considerable geographic isolation, where personnel can get away 
from post only infrequently; 
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(2) Extreme geographic isolation, resulting in virtual confinement to 
at. 
Item (1) carries only half the point weight of item (2) thus providing delineation 
between places which are fairly isolated and places at which isolation has con- 
siderably more effect on employee’s life. Seoring for item (1) or item (2), not both, 
is of course applied. 

From the answers to questions on Form DSP-36, ‘Foreign Post Differential 
Questionnaire,’’ as well as other available sources of current information, the 
State Department’s differential analysts follow this system in evaluating the 11 
major categories of hardship conditions at posts by applying appropriate weights, 
where warranted, to one of the variations under each of the 77 factors. Under 
the system, the highest score in any one major category such as ‘Geographic 
restrictions” will not alone be sufficient to provide a differential classification. A 
combination of scores under all applicable categories is necessary to achieve this 
result. It is the total score of applied weights, measured against predetermined 
cutoffs, which determines whether the post warrants a differential classification of 
0, 10, 15, 20, or 25 percent. At least annually, posts are rated individually by 
at least two analysts and the scores for each are reconciled and approved by at 
least two higher officials before any classification is recommended to the Secretary 
for approval. 

A certain degree of hardship is considered to be inherent in any foreign assign- 
ment, even for posts like Parisand Rome. To qualify for a 10-percent differential 
a post must have a total point score in excess of the lowest predetermined cutoff. 
Higher differential classifications are warranted for relatively higher total point 
scores. Because of the statutory limitation of 25 percent, however, some posts 
which involve extreme hardship conditions cannot be classified at a higher rate 
even though their accumulative point scores would warrant higher classification. 
There is a range of several points between cutoffs in each of the differential classi- 
fications which means that a post classified at, say, 10 percent might be high, 
medium, or low in that range. The next analysis of current environmental con- 
ditions at the post might show improvements which require eliminating the 10- 
percent classification. It might show worsened conditions which warrant in- 
creasing the classification, or it might show either such change in conditions but in 
insufficient degree to place the post’s point score in a different classification bracket. 
Successive analyses over 3 or 4 years could gradually increase or decrease the post’s 
point score without change in classification. The fifth analysis, however, might 
increase or decrease the score just a few points but just sufficiently to warrant a 
changed classification. It is this change in classification, particularly if it is a 
decrease, which is difficult for employees to understand particularly when they 
have been at the post only a short time and have seen or felt no change in con- 
ditions. 

To obtain a proper differential classification, it is only necessary for the post 
accurately to prepare form DSP-36 and to submit it promptly through proper 
channels to the Allowances Division, Department of State. Only those posts 
which (presently) are classified for differential in section 920, Standardized Regula- 
tions (Government Civilians, Foreign Areas) are required to submit form DSP-36 
annually. Newly established posts and other posts not so classified may submit 
that report if it is believed that a differential classification is warranted. Differ- 
ential reporting instructions are in section 810 of the Standardized Regulations. 
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ADMINISTRATION 


ENCLOSURE 2 


OF THE DEPARTMENT OF STATE 


Weighting applied under worldwide standards for post differential at certain 
foreign posts 


Post 


Addis Ababa... 
Aleppo 

Algiers. . 

Angeles 

Antigua Island. 
Antofagasta 
Artibonite Valley 
Ascension Island '- 
Asuncion 
Bandung 
Belgrade... - -- 
Belize... 
Benghazi_. 
Bogor 

aes 
Budape - 
Cam PO Donnell” 
Cap 1 SDs 


Captieux.......-..- C424: 


ee oe 
Chalons sur Marne. 
Chambley _------ 
Chateauroux.--___.- 


Chaumont.-.-_..-... dead 


Chia-Yi ....-- 
Cochabamba 

Dreux .. 
Eleuthera Island__----_- 


Ernest Harmon Field__________- 


Etain__- 


WweeGksi ick ces see ss 


pS eee 
Foret de Braconne_--__- 
Foret de Chinon- ----- 
Foret de Chize---_-- Jasi 


Fort Churchill. _....-...-. 
Grand Bahama Island _--- 


Grand Cayman Island 
Grand Turk Island -.- 
iis 5 cis cd ncinswe 
C [eeeeonne — -+ 

Guayaqui 
Guaymas. 


BROPA. .. .nnnoes- sist aegis 


Ingrandes_.-._..----- 
Ishigaki Island 
Iskenderun 


Kabul . 
Lajes Field. ‘ 
Landes de Bussac 


Laon-Couvron- --__--- 
BS PE Eno leccnene 
La Rochelle __-- 
Manila 
Martinique 
Mayaguana Island_-___- 
Merida_____-. 
Montserrat Island_. 
Moscow. 
Murree 2 
Okuma_.- 
Orleans. . 
Phalsbourg-.- 
Pingtung.__. 
Poitiers 


Ponta Delgada__- $2555. ; 


Quito____. 
Rawalpindi_____- 
Rochefort sur Mer. 
Sabana de la Mar__-_ 
St. Maarten Island ! 


I TI cecil Sinitiatarmi 





| 














Extraordinarily 
difficult living Sores ao Notably unhealth- 
conditions ful conditions 
Medium Medium Extra heavy 
Low medium ~~ oae..3 Medium. ----- 
.do_. Heavy Light. - .-- 
. Medium. ..-.....- Mate ben 43 ch 
Medium Low medium cite 
.do . Light ee oe 
| Extra ap Medium Extra heavy 
sete os Low medium. Light _- --- 
Low medium cl Eren eed abe SS eee 
Sees. Haery? -ak..-- : 
Medium. -_-..-.-..- Extra heavy SRE FT... 
.do . Heavy. -...-- Medium 
Low medium .| Low medium aii 
| Heavy Heavy Heavy 
00... Extra heavy. i Low medium 
Low. OMNI ses a) 45 - AO su. cadena-idet O.aiid- ia 
lice eat ps a Medium. a 
Medium -- Medium Extra heavy _ eo 
~GRe. 20. iste la Btemet 20s. 5.38. Low medium. _-- 
Light... MOONY 6 cinkidos ens Medium. ._...-...-.-. 
Low medium. Light. . Low medium. 
Heavy -- one do. qusiseses , oe 
Medium. ___----.- ts vé<e do S Ae e0.JR/5si1 4 
Heavy - ._.-is<.-- -do. dein pl Hin, -divpidsee- 
..| Low medium “Extra heav y_ _..-| Extra heavy y 
| pee. ecsess- .....do =. Medium - 
Heavy x BSctwits Light_ . Low medium 
| Extra heavy ---.- sasaiate.. od Medium. ._...--- 
BD 0 mittee din Data ne tetas Light....... aiid 
PDS rec eth ct oe Cee. lene eee Low medium 
Medium. _...2.-..|__..- OOHius 5121 SOB I 
Low medium. ....).....do_....-..-.--]....- a ee 
atéhatoinene alin 5+ ast uanmalies a 
| Heavy_.....-..__- SEs 0 oe ctee tee eee. tts. 
A354. do. Sct Sirk ake (oie-Rid SEU Tosi 
Low medium__...| Medium... -..--._- LA 09 Geinew ator 
Extra heavy - ..---j}..... 6g ane ncaa ttt Uh «dh etetinens 
HIOGU Gs 22-8 eS do_ : Medium.- 
Extra heavy - Stit Meet Gs c. KR ps.6 Pde Nb 
Medium..__......| Low medium. . gees saci 
a Medium.-.-...-... Extra heavy -_---- 
TP ae pe AS BRB! oe Be Be 
Medium. .__......| Medium: _-....-.- Medium. --- 
HOQUTirio}<<+<0d<> Low medium...-.}_._.. ORs <a hdidert = 
Medium--__....._- | lite AE Low medium - ° 
Extra heavy __-___- Heavy--..-..--- Medium. ----_-- . 
Heavy. 5.4. -<siks Légst0-1- wisesifscl wLeuss23 
Extra heavy --_-_.-- Medium. ......... Low medium _ 
Heavy Low er a Extra heavy - 
Medium Medium. ___._..-- Medium. -___-._--- 
$80.2 Dik-iua Light. _....| Low medium __.-. 
dis daielictibel Bae elt ee do RE Re SEE 
Low medium. Extra heavy _ Heavy.- .---- 
Medium. .-.......- Light--.-.. Low medium 
Bh ninemsn .| Heavy Medium. ..-...-...- 
IN isis: dmcp isa alpen cs aca Extra heavy 
Extra heavy... -.-- Medium. ......... ee eae 
Low medium__-_--|____. ee tecteaseicid deo Extra heavy 
Heavy. _.-....-- Low medium.-_-...| Medium - 
Low medium_ Extra heavy - Low medium 
Low medium._.__- REMOT inns ngesne Medium. 
. Me 7).6 532i. Light _- Low medium_ 
Medium.._....._-|____. do_- -do_- 
NII ial ciheaile Extra heav ie Extra heavy _- 
Low medium... ..-.| Light_..........-- Low medium - 
Medium. .....-..- Low medium. Medium. --_-__-_-- 
Low medium._-.-.- Medium. .___-._... gO s - is iiss 4s 
a ln al .| Low medium_-_.-._| Extra heavy -. -- 
Medium..........} Light.............] Low medium. .. 
Extra heavy .-| Medium_.._......| Heavy. .---- 
SEN as ngedcceneteteoe do Medium - 


1 Deleted, or being deleted from sec, 920, Standard Regulations (GCFA), as closed posts. 


2 Country rate pending receipt of completed Form DSP-36. 


Current 
differ- 
ential 

rate 


Percent 
20 
15 
15 
10 
10 
10 
25 
25 
| 15 
2 
15 
15 
10 
| 25 
25 
20 
15 
2 
10 
10 
10 
| 10 
10 





10 


10 
15 


25 
15 


20 
25 
10 
10 
10 


10 
10 
15 


10 
25 
25 








4 4 oe 8 eee eee eee 
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| ENcLosuRE 2—Continued 











| Weighting applied under worldwide standards for post differential at certain 
foreign posts—Continued 

Extraordinarily Current 

Post difficult living Excessive physical | Notably unhealth-| differ- 

conditions hardship ful conditions ential 

rate 

Percent 
St. Nazaire ne Low medium Low medium _--__- ee 10 
Samsun... innit tne Be tiretennae Seer Medium. ._.__...... 15 
San Pedro de Macoris ogeltances wn i eel | RR 15 
San Salvador Island Extra heavy 2 a. Heavy 25 
Santa Clara Low medium Low medium Medium 10 
Santa Maria Island __- Heavy iaiagpespete..... Low medium 15 
Santiago de los Caballeros Low medium Medium _-.._-=.- Medium. -_.-...-.. 10 
Sarajevo ; Heavy ..- IT i<tetiemner ene ete ananmnil 20 
Saumur Medium indecent saath Low medium. --_-. 10 
Seoul .do Low medium .| Extra heavy - 2 
Sidi Slimane Heavy - -.--.d0...._......-.| Low medium - 10 
Sinop ney pliamras ~one aa necktie OER kin ines oer 20 
Subic Bay Low medium. Heavy - ----- Low medium. .. .. _ 1 
Sucre Heavy Bs cite piosncec AI ecttemapatinninntae 20 
Taichung Light. Extra heavy ....--|-..-. i icicenninainitin 20 
cca: -4>> asnnmennienerina teed eo snaeatemnantnh bist a cectietih- «4s 20 
Taipei cent deat tm Medium 15 
Tampico. —aliienenw TS es-natiiadiee PY anctemmmrenrin 15 
Tanenarive Low medium Light .- a ae eae 10 
Toul Heavy .do Low medium m 10 
Toul-Rosiere. .do : .do_. sic ; 10 
Trabzon ‘ Extra heavy - iin an call ent ones 20 
Trois Fontaines Heavy lll becith ated Medium ....... 10 
Tsoying Medium Extra heavy Extra heavy 25 
Veracruz. - Low medium .| Heavy 6 EE 15 
Verdun ES: Light... ...........| Low medium_._.- 10 
Wt GO PYGMNOUEE. 24. <~ 25+ nienenacteeeell elite ascension deacaeen eee oan atch 10 
Wanta ~ <« SOUS... .s-=4.-2 Extra heavy 25 
WOW 862. 8 TOSSA FEL. eG SE Light Extra heavy Low medium -_--_. 15 
Zagreb Medium cians .do. 15 
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ENCLOSURE 3 


WAME OR TYPE OF ESTABL |SHMENT POST (city om piace) 


AGENCY, BUREAU, ETC 


FORM APPROVED 


BUDGET BUREAU NO, 47.RO75.5 
DEPARTMENT OF STATE 


FOREIGN POST DIFFERENTIAL QUESTIONNAIRE 


iesTRUCTIONS 


The information called for in this questionnaire is required for the purpose of determining rates of salary differential pay- 
able under Executive Order 10000, as amended, to American civilian personnel of U. S. Government establishments in foreign 
countries. This determination is based on environmental conditions other thea cost of living. 


Each applicable question should be answered objectively. If any question is not applicable, so indicate. Give full ex- 


planations and details wherever necessary for an accurate evaluation of hardship conditions. Use extra pages, if necessary, 
referring to item numbers 


Many of the questions refer to conditions which are not the same for al] employees. Answer these with reference to con- 
ditions affecting the majority of eligible civilian personne! (i.e., those employees whose basic compensation is fixed by statute) 
or indicate the effect on each category. It is suggested that the judgment of a representative cross-section of the staff be ob- 
tained, where appropriate, prior to completing the questionnaire. For example, this may be done through discussion by a com- 


mittee, composed of married men and women with and without children, single men and women, high and low salaried personnel, 
those who like and dislike the post 


If the post contains two distinct environments, for example an enclosed base area in or close to a native town, phrase 
answers so as to make clear which is referred to. 


Submission of Reports: 
a. Agencies other than Department of State - Shall send completed Forms DSP-36 to the parent Washington Office, which 
in turn shall transmit the signed original to: Allowances Division, Department of State. 


Department of State - The signed original of completed Form DSP-36 shall be forwarded to the Department's Allowances 
Division 


GEMERAL 


etipict: i lee ie ee 


2A.1F ESTABLISHMENT IS WITHIN A CITY, METROPOLITAN AREA. TOWN. OR VILLAGE, GIVE: 


Seer TE a aS meet a 


1F ESTAGLISHMENT 1S NOT WITHIN A CITY. METROPOLITAN AREA, TOWN, OR VILLAGE, GIVE: 


POPULATION OF POST NAME OF WEAREST TOWN OisTance tm wiLes 


3. NUMBER OF U. S. CITIZEN CIVILIAN EMPLOYEES OF REPORTING AGENCY AT THE POST WHOSE SALARIES OR WAGES ARE FIXED By: 


peel | Mee Pt a 
ere.) 


4A. DATE FIRST ELIGIGLE EMPLOYEE(S) OF REPORTING AGENCY ARRIVED ON ASSIGNMENT OR DETAIL: 
a] 


8, NAME ANY OTHER U. S. GOVERNMENT AGENCIES EMPLOYING AMERICAN CIVILIAN PERSONNEL AT THIS POST AND GIVE APPROXIMATE NUMBER 
EMPLOYEO BY EACH 


S, PHYSICAL CHARACTER: GiVE GRIEF GEOGRAPHIC DESCRIPTION OF POST AND SURROUNDINGS. IF POST 1S ON SMALL ISLAND OR PERSONNEL 
ARE OTHERWISE CONFINED TO SMALL AREA, GEOGRAPHICALLY OR BY REGULATION, GIVE AREA IN SQUARE MILES AND DESCRIBE RESTRICTIONS, 
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5S. PHYSICAL CHARACTER: (Conti 





























6. PLACES OF INTEREST: DESCRIBE NEAREST POINTS OF INTEREST AWAY FROM POST PROVIDING CHANGE OF SCENE. GIVING NAME AND LOCATION 
OF PLACE, DISTANCE FROM POST. MODE OF TRANSPORTATION USED, TRAVEL TIME AND TYPE OF CHANGE AFFORDED 
- 
7. WEAREST CITIES DISTANCE BY SURFACE TRAVEL ROUTE | 
te .000 TO $0,000 FOrUL ATION 
8.000 TO 200.000 POPULATION 
OVER 200,000 POPULATION 
6. TRANSPORTATION: DESCRIBE TRANSPORTATION FACILITIES AVAILABLE FOR TRAVEL TO OTHER COUNTRIES 


WHAT 1S THE AIRLINE DISTANCE IN MILES TO THE NEAREST AIRPORT IN THE U. S.? 











WHAT TRANSPORTATION FACILITIES ARE AVAILABLE IN THE CITY OR TOWN? 
BUSSES ] Tax icass 





+ pamemeeagegresiclin - - = 
AMERICANS, HOW DO PERSONNEL GET TO AND FROM WORK. RECREATIONAL 


IF FACILITIES ARE NOT AVAILABLE OR NOT GENERALLY USED 
AND SOCIAL ACTIVITIES? 





IF COMMUNITY OR REGIONAL TRANSPORTATION IS UNSUITABLE OR INADEQUATE FOR WORK AND RECREATIONAL NEEDS OF PERSONWEL, DE. 
SCRIBE EXTENT TO WHICH USE IS RESTRICTED AND REASONS. SUCH AS UNSAFE OR UNSANITARY EQUIPMENT, INADEQUATE SCHEDULES 
PROHIBITIVE FARES. ETC GIVE FIGURES. SUCH AMOUNT OF FARES, NUMBER OF TIMES PER DAY OR WEEK THAT TRANSPORTATION 
1S AVAILAGLE. ET 





iF GASOL INE 


TO ALL PERSONNEL. EXPLAIN. 








TED SUPPLY. GIVE AMOUNTS AVA/LABLE 





HOW LONG DOES iT TAKE TO RECEIVE SURFACE MAIL FROMU. S.? 
: | ms Post 


+ 





OTHER MEANS OF DELIVERY (srecrFr? 
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FORM DSP. 36 $.22.56 
1S. COMMUNITY LIFE: GiVE APPROXIMATE NUMBER OF 





PAGE 3 


MEMBERS OF AMERICAN COLONY 


TOTHER ENGL ISH. SPEAKING COLONY NUMBER OF AMERICAN TOURISTS PER YEAR 
16 E TRIBE SOCIAL LIFE OF TAR 1 


BE SOCIAL LIFE OF THE VARIOUS CATEGORIES OF PERSONNEL AT THE POST 











17, DESCRIBE NATURE AND EXTENT OF SPECIAL RESTRICTIONS, IF ANY, ON SOCIAL LIFE OF PERSONNEL DUE TO LOCAL CUSTOMS, ATTITUDES 
OF LOCAL POPULACE, LANGUAGE BARRIERS, GOVERNMENTAL REGULATION, OTHER THAN MILITARY CONTROL OR MARTIAL LAW, MAKE.UP OF 
AMERICAN GROUP, ETC. 


18. COMMENT: IF ISOLATION 15 CONSIDERED A HARDSHIP AT THE POST, SUMMARIZE REASONS AND EFFECT ON PERSONNEL 


= ee 


RECREATION 


19. INDICATE WHICH OF THE FOLLOWING ARE AVAILABLE AT THE POST 





ACTIVE SPORTS & OUTDOOR LIFE 
CJ TENN! Ss 


UJ Gor 
CO Bow inc 
CC) swimwinc 
CD sk tinc 
C2 sKaTing 
CJ HORSEBACK RIDING ENTERTAIEMERT 
TC) BOATING 
_] FISHING 
HUNTING 
HIKING 
S1GHTSEE ING 
PICNICKING 
OTER (sreciry) 


SOCIAL RECREATION 


C) soctat clues 
Co ATHLETIC clues 
(J RESTAURANTS 
CO pancins } 
C) OWER (sreciry) } 


CJ movies IN ENGLISH 
COMER MOVIES 

C2 concerts 

Co opera 

CJ RADIO AND TY RECEPTION 

() SPECTATOR EVENTS (sreciry) 
CI O™MER (sreciry) 
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FORM DSP. 36 5.22.56 
1F AVAILABIL «TY OF RECREATION FACILITIES IS RESTRICTED OR USEFULNESS (|S LIMITED, DESCRIBE EXTENT AND REASONS IN DETAIL. 


20 


75 


REATIONAL ACTIVITIES AT NEARBY AREAS. INCLUDING U. S. BASES OR SIMILAR ESTABL 


LIGRARIES AND READING MATTER: ARE SUITABLE LIBRARIES AVAILABLE TO ALL PERSONNEL? IF NOT, DESCRIBE INADEQUACIES. 
NG NUMBER * BOOK WHAT KINE - 800K WHEN AV4/LABLE eT 


AMER AN MAGAZINES NO NEWSPAPERS ARE NOT VAILABLE OF OBTAINABLE 


COMMENT ATE ns te , r P T REASONS AND EFFECT ON PERSONNEL 


177 


PAGE 4 


nN. 


AVAILABILITY SCRIBE TYPES OF HOUSING PRESENTLY OCCUPIED SY ELIGIBLE CIVILIAN PERSONNEL VING PERCENTAGE LIVING IN 
ES, APARTMENTS, HOTELS. BOARDING HOUSES. ROGMING HOYSES. GOVERNMENT GARRACKS. ET 1F MAJORITY OF SUCH PERSONNEL 


NOT LIVE IN HOUSES OR APARTMENTS. GIVE REASONS 
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Form OSP.36 5.22.56 PAGE § 
26. tf TYPE OF CONSTRUCTION. CONDITION OF EXTERIORS. INTERIORS, FURNISHINGS OR SURROUNDINGS CONSTITUTE A HARDSHIP, DESC € 
AND ATTACH PHOTOGRAPHS 


27 F THE BRINGING OF FAM LIES TO THE POST |S RESTRICTED, GIVE EXTENT AND REASON. INCLUDING PERCENT OF MARRIED PERSONS WHOSE 
FAMILIES ARE PREVENTED FROM COMING TO THE POST BECAUSE OF HOUSING 


WHAT PERIOD OF Time IS USUALLY "REQU RED TO LOCATE SATISFACTORY LIVING QUARTERS AFTER ARRIVING AT THE POST? 
WHAT ACCOMMODATIONS ARE TILtZED IN THE INTERIM? 


iF HOUSING IS ASSIGNED ey OFFIC aL ORDER. EXPLAIN. IF TYPE OF HOUSING ASSIGNED DEPENDS ON CATEGORIES OF PERSONNEL. 


CLASS. GRADES. Famity STATUS. ETC.) NAME THE CATEGORIES AND TYPES OF HOUSING ASSIGNED TO EACH, OR THE PRIORITIES FOR 
OBTAINING HOUSING 





30. LIVING QUARTERS: ARE UNRELATED PERSONS REQUIRED TO SHARE LIVING QUARTERS? 
iF SO. STATE EXTENT, REASONS AND WHETHER THERE 1S CHOICE OF FELLOW OCCUPANTS. 





31. ARE MOST PERSONNEL LIVING UNDER CROWDED CONDITIONS? IF SO, GIVE APPROXIMATE NUMBER OF SQUARE FEET OCCUPIED PER PERSON, 
AVERAGE NUMBER OF PERSONS PER ROOM IN QUARTERS FOR SINGLE PERSONNEL, AND DESCRIBE ANY INSUFFICHENCY OF SPACE OR BATHROOM 
FACILITIES OR LACK OF PRIVACY FOR PURSUIT OF PERSONAL INTERESTS, SOCIAL ACTIVITIES, ETC. 


32. FACILITIES: INDICATE AVAILABILITY OF THE FOLLOWING IN QUARTERS OCCUPIED BY THE MAJORITY OF ELIGIBLE PERSONNEL: 


PARTIALLY AVAILABLE 
AVAILABLE (ExPcaim @€.oe) 


Se eee ietsas attastiienclacoaneeoneeaall 
WoT Raw NG WATER ee ee 


Re ee eee acne 
SE we coms SNS ens es 
[hae Oa es rr 
SIE Heitiets 1 coos oeonenaenlhenniabaasesaiieeeete ee 


COOKING FACILITIES 
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FORM DSP. 36 5.22.56 tl 


33. DESCRIGE NATURE ANO EXTENT OF ANY INADEQUACIES OR LIMITATIONS ON AVAILABILITY OF THE ABOVE FACILITIES, GIVING FIGURES 


34. COMMENT: IF HOUSING IS CONSIDERED A HARDSHIP AT THE POST, SUMMARIZE REASONS AND EFFECT ON PERSONNEL 


COMMUNITY FACILITIES 


35. SERVICES AND SUPPLIES: DESCRIBE ANY INADEQUACIES IN ESSENTIAL COMMUNITY SERVICES AND SUPPLIES, SUCH AS LAUNORIES, ORY 
CLEANING, HOUSEHOLD AND AUTOMOBILE REPAIR SERVICES. TOILETRIES, HOUSEHOLD ARTICLES, ETC AND HOW PROBLEM 1S SOLVED 


36. EDUCATION: DESCRIBE AND EVALUATE EDUCATIONAL FACILITIES AT EACH LEVEL BELOW COLLEGE AVAILABLE TO AMERICAN CHILDREN, IND/. 
CATING LANGUAGE USED, TRANSPORTATION DIFFICULTIES, ETC. 1F FACILITIES ARE NOT ACCEPTABLE, DESCRIBE INADEQUACIES AND HOW 
PROBLEM !S SOLVED 
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FORM OSP. 36 5-22.56 


INADEQUATE COMMUNITY FAC LITIES ARE CONSIDERED A HARDSHIP. SUMMARIZE REASONS AND EFFECT ON PERSONNEL. 


FOOD 
36. SUPPLY F LOCAL FO TS ARE NOT USED BY AMERICANS, EXPLAIN 





WHAT KINDS OF FRESH OR FROZEN MEAT ARE GENERALLY AVAILABLE? 


F SUPPLY IS INADEQUATE SiVE REASONS 
PER PERSON PER WEEK 


FREQUENCY AND OURATION OF SHORTAGES. AND APPROXIMATE NUMBER OF POUNDS OBTAINASLE 


FRESH PASTEURIZED, OR FROZEN, OR CANNED WHOLE MILK? 


STATE SUBSTITUTES 


1S THE SUPPLY OF FOOD ITEMS LISTED BELOW ADEQUATE? IF WOT. FILL GUT THE FOLLOWING TABLE, INDICATING PRINCIPAL SOURCES 
OF SUWPLY BY PLACING A CHECK MARK IN THE APPROPRIATE COLUMN (c.CommiSSaRY, .-LOCAL KET, OR §-INDIVIGUAL IMPORTATION). 





~*~. 
re % OF TIME LESS THAN 
LC ob Robe % OF TIME AVAILABLE 9 aid aunnasend 


FRESH OR FROZEN FISH OR SEAFOOD T Tr 





Poul TRY 


FRESH GREEN VEGETABLES 
FRESH ROOT VEGETABLES 


FRESH FRUITS 


FROZEN FRUITS 





FROZEN VEGETABLES 





nn SS 
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FoRM OSP.36 5.22.56 


42. DO PERSONNEL EXPERIENCE VITAL FOOD SHORTAGES? 
tf SO. DESCRIBE KIND AND EXTENT 





FACILITIES F THERE ARE ANY GOVERNMENT OR PRIVATE COMMISSARIES AT OR NEAR THE POST nc ATE GY WHOM OPER 
ATE AND DESCRIGE ANY LIMITATIONS OF STOCK OR RESTRICTIONS ON PURCHASES 


IMPORTATION: 1 MUST BA FOODS BE IMPORTED BY EMPLOYEES’? LIST PRINCIPAL | TEMS EMPLOYEES MAKE ARRANGE 
MeN ' RDERS POOLED? DESCRI@E ANY SPECIAL FOOD IMPORTATION DIFFICULTIES SUCH AS UNUSUAL DELAYS. PR 


eT 


PRECAUTIONARY TREATMENT: iS 17 SAFE TO EAT RAW FRUITS AND VEGETABLES OR RARE MEATS? IF NOT. STATE @HY | 
NSAFE AN E RISE NECESSARY PRECAUTIONARY MEASURE 


NE CE SSARY 8 MILK FOR ORINKING PURPOSES? 


MESS WALLS: WHAT PERCENTAGE OF PERSONNEL ARE REQUIRED TO EAT MEALS IN MESS HALLS? 


COMMENT: TY. VARIETY OR QUALITY OF FOOD IS INS IDERED A HARDSHIP AT POST MMAR ZTE REASONS AND 
ONNE 


SANITATION AMD HEALTH CONTROLS 


49. COMMUNITY FOOD SANITATION: ARE THERE STORES OR MARKETS IN WHICH FRESH MEATS. FISH AND OTWER PERISHABLE FOODS ARE 
REFRIGERATED? 


SO. ARE THERE LOCAL AGS COVERING INSPECTION. STORAGE AND SALE OF FOOD? M9ESCRIBE OUTSTANDING INADEQUACIES 
NSPECTION SYSTEM AND ENFORCEMENT PROCEDURES 
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FoRM OSPF. 36 





WATER Sani TATiOn: TO OR INK? 1f NOT. WHY 1S 17 CONSIDERED UNSAFE? DESCRIBE MEASURES WHICH muST BE 
TAKEN IN THE HOME ' WHAT WATER DO YOU DRINK IN RESTAURANTS, ETC.? 


2 ” SEWAGE DISPOSAL ’ 4 . S INADEQUATE DESCR BE GIVING PERCENTAGE 


53. PUBLIC CLEANLINESS STOMS OR SANITARY PRACTICES OF THE LOCAL POPULACE CONSTITUTE A HEALTH HAZARD. DESCRIBE 


‘ ATING HOW AND T Te T y Fe PERSONNEL 


WEALTH HAZARD. DESCRIBE METHOD © 0 s or >XLECTION 


WEALTH SCRVICES AND CONTROLS ‘ é t MEASURES FOR CONTROL OF 2 ATS. MOSQUITOES. FLIES AND OTHER UNHEALTHFUL PESTS J 








ss COMMENT ANT TAT iN OR HEALT ¥ M . ONS 'DERED TO BE A HARDSHIP OR TO CONSTITUTE A HEALTH HAZARD, SUMMARIZE 
REASONS AND EFFECT ON PERSONNEL 
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AFTER CONSULTING LOCAL MEDICAL AUTHORITIES. DESCRIBE THE DEGREE OF HEALTHFULNESS OR UNHEALTHFULNESS OF THE POST List 

THE ENDEMIC COMMUNICABLE DISEASES AND FOR EACH GIVE AN ESTIMATE OF RELATIVE PREVALENCE AND DANGER TO AMERICAN PERSONNEL 
DESCRIBE ANY UNUSUAL HEALTH PRECAUTIONS NECESSARY AT THE POST AND RESTRICTION OF ACTIVITIES DUE TO HEALTH HAZARDS Give 
A SUMMARY OF THE HEALTH EXPERIENCE OF THE AMERICAN STAFF WHILE AT THE POST 1F THE POST 1S CONSIDERED UNHEAL THF UL i Te 


ANY SIGNIFICANT SUBSTANTIATING STATISTICS AVAILABLE FROM RELIAGLE OFFICIAL SOURCES, STATING WHETHER FOR COUNTRY OR LOCAL 
COMMUNITY. AND SOURCE 





MEDICAL AND HOSPITAL FACILITIES 


60. MEDICAL SERVICES: HOW MANY DOCTORS ARE AVAILABLE IN THE ARE THEY CONSULTED BY AMERICANS? 
IMMEDIATE AREA? 





i 


IF THERE ARE NO ADEQUATE DOCTORS® SERVICES AVAILAQLE IN THE IMMEDIATE AREA, WHERE CAN THEY [DISTANCE IN MILES 
BE OBTAINED? 





— 
TRAVEL Time | MEANS OF TRANSPORTATION 


nsansamtacn ceeds esassennemasenaatenpaseamnsiieess 


62 1F DOCTORS’ SERVICES IN THE IMMEDIATE AREA ARE CONSIDERED INADEQUATE OR ARE NOT USED BY AMERICANS. EXPLAIN 
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FORM DSP. 36 5.22.56 
“WOSPTTALS: ARE THERE ANY HOSP) TN THE IMMEDIATE AREA? [HGW MANY AND @Y WHOM OPERATED? 








~ 7] 64. IF THERE ARE NO ADEQUATE FACILITIES IN THE IMMEDIATE AREA, WHERE 1S THE 


| NEAREST ADEQUATE HOSPITAL? 


TMEANS OF TRANSPORTATION 
| 


— eee a 


TAL nw THE Sd SIDERED INADEQUATE OR ARE NOT USED BY AMERICANS. DESCRIBE INADEQUACIES. GIVING 
9 BEOS AVAILABLE O R AND HOW EMERGENCIES ARE HANDLEO 





66. MEDICAL SUPPLIES F THERE AN INSUFFI ENT SUPPLY OF DRUGS. MEDICINES. AND OTHER MEDICAL SUPPLIES, EXPLAIN. GIVING 
SPECIF KIN AMOUNT AND WHERE OBTAINABLE 


ES AND HOSPITAL FACILITIES OR MEDICAL SUPPLIES ARE CONSIDERED A HARDSHIP. SUMMARIZE REASONS 


a * _ CLIMATE 


OMPLETE THE FOLLOWING TABLE FROM OFFICIAL LOCAL SOURCES. AND STATE THE PERIOD OF YEARS INCLUDED IN THE COMPUTATION OF 
AVERAGES WHERE THERE ARE ALTERNATIVE STATISTICS, USE THE MOST RELIABLE SOURCE AND THE LONGEST PERIOD OF OBSERVATION 


AVAILABLE 
iS 
MAY | JUNE 











S$ $$$ 
MEAN TEMPERATURE (F) j 








PRECIPITATION (INCHES) 


QURCE OF ABOVE CL 


69. DESCRIBE ANY OUTSTANDING FEATURES OF RAINFALL SUCH AS REGULARITY, CONCENTRATION IN HEAVY SHOWERS, ETC. 
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FORM DSP. 36 


BREEZES AWD WINDS: DESCRIBE TYPE. FREQUENCY. DURATION AND INTENSITY OF BREEZES OR WINDS WHICH GIVE RELIEF IN HOT CLIMATE, 
R CAUSE EXTREME O}SCOMFORT IN COLD CLIMATE. OR CONSTANT VERY HIGH WINDS WHICH CAUSE EXTREME DISCOMFORT IN ANY CLIMATE. 











VARIABILITY: IF THE POST 1S SUBJECT TO “UDDEN, EXTREME CHANGES OF WEATHER WHICH AFFECT HEALTH, OR IF THERE ARE FREQUENT 
MILDER WEATHER CHANGES FROM Day TO DAY LU. 10 STORMS, ETC OESCRIBE 


! oust: OESCRIBE ANY EXTREME DUST COND! TIONS 1F THERE ARE OUST STORMS OR SAND STORMS. DESCRIBE FREQUENCY, DURATION. in- 
TENSITY AND EFFECT ON PERSONNEL 
CLOUD INESS: F RE 'S EXCESSIVE CLOUD IWESS GIVE APPROXIMATE NUMBER OF DAYS PER YEAR 

} 





74. RELIEF FROM CLIMATE OR ALTITUDI (F PERIODIC RELIEF FROM CLIMATE OR ALTITUDE 1S CONSIDERED NECESSARY FOR HEALTH, NAME 
ANY REASONABLY ACCESSIBLE PLACES SUCH AS BEACHES, MOUNTAINS, HILL STATIONS, ETC.. WHERE A CHANGE IN CLIMATE OR ALTITUDE 
AN BE OBTAINED, ONDICATING DISTANCE, TRAVEL TIME. AND MODE OF TRANSPORTATION. WHAT OPPORTUNITIES ARE THERE FOR RELIEF 
ROM CLIMATE AT THE POST ITSELF? 





F THERE |S AN UNUSUAL INFESTATION OF INSECTS, RODENTS, SNAKES. ETC.. SPECIFY KIND AND DESCRIGE EXTENT AND OURA- 
INFESTATION, AND EXTERMINATION METHODS USED IN THE HOME, 


6. MILDEW: DESCRIBE EXTENT OF DETERIORATING EFFECTS OF MILDEW ON HOUSEHOLD FURNISHINGS, CLOTHING. ETC, HOW MANY MONTHS OF 
THE YEAR CONDITION EXISTS; SPECIAL PREVENTIVE MEASURES NECESSARY. 


COMMENT: IF CLIMATE, ALTITUDE, OR OTHER RELATED FACTORS ARE CONSIDERED A HARDSHIP AT THE POST, SUMMARIZE REASONS AND 
EFFECT ON PERSONNEL 
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FORM OSP.36 5-22-56 





WATURAL HAZARDS 


76. tf AREA (S SUBJECT TO EARTHQUAKES, TYPHOONS. HURRICANES, TORNADOES, FLOODS. ETC... DESCRIBE FREQUENCY AND SEVERITY 


in 
TERMS OF PROPERTY DAMAGE, INJURY, OR LOSS OF LIFE. 





VIOLENCE 


1F THERE 1S WAR OR CIVIL STRIFE THE POST AREA, DESCRIBE THE SITUATION AND DEGREE TO WHICH PERSONNEL ARE ENDANGERED. 
RESTRICTION ON ACTIVITIES, AND PROTECTION AVAILABLE 


IF THERE ARE FREQUENT ACTS OF CRIME OR VIOLENCE AMONG LOCAL POPULACE SUCH AS MOB VIOLENCE, RIOTING. LOOTING, ABDUCTIONS, 


SNIPING, ASSASSINATIONS, ETC DESCRIBE NATURE, FREQUENCY, AND EXTENT OF DANGER TO PERSONNEL AND PROPERTY. RESTRICTION 
ON ACTIVITIES. AND PROTECTION AVAILABLE 





so. 


OTHER ENVIRONMENTAL CONDITIONS 
WOSTILITY TOWARD AMERICANS: 


IF POST IS LOCATED IN A COUNTRY WHERE THE GOVERNMENT OR POPULACE IS UNFRIENDLY OR HOSTILE 
TOWARD AMERICANS, DESCRIBE THE SITUATION. INCLUDING ANY UNDUE RESTRICTION QF ACTIVITIES, SURVEILLANCE, DETENTION, FRE 


QUENCY OF INCIDENTS, AND EFFECT ON MORALE. IF POPULACE IS HOSTILE, DESCRIBE HOW ATTITUDE {1S DEMONSTRATED. (omit Sata 
ALREAOY LISTED uNOER item 17) 





ADMI 





FORM OSP.36 5.22. 56 


G2. RESTRICTIONS ON FREEDOM OF MOVEMEN 


CONTROLS RESTRICTING FREEDOM OF 
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IF THE POST 1S LOCATED IN AN AREA UNDER MILITARY CONTROL 


R MARTIAL LAW, OR OTHER 





MOVEMENT OF PERSONNEL. DESCRIBE THE SITUATION AND EFFECT ON WAY OF LIFE OF PERSONNEL. 
INCLUDING NATURE AND EXTENT OF RESTRICTIONS, 1F ANY. 


INDI TIONS AT THE POST NOT VERE 


OTHER FACTORS 











83. DESCRIBE SPECIFICALLY ANY OTHER iN TH QUES T 1ONNA | RE « 
vimG) WHICH ARE CONSIDERED TO BE A SERIOUS HARDSHIP 
SUMMARY 
84. iF THE POST |S CONSIDERED A HARDSHIP POST, BRIEFLY SUMMARIZE THE DEGREE OF OVERALL HARDSHIP, STATING WHICH ARE THE MOST 


IMPORTANT FACTORS AFFECTING THE MAJORITY OF PERSONNEL AND MENTIONING ANY COMPENSATING ADVANTAGES. 
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INNAIRE WAVE SERVED AT OTHER POSTS HAVING SIMILAR ENV) RONMENTAL 








CERTIFICATION 


i RCUMSTANCES 





officer) 





V. PROPOSAL FOR A FOREIGN SERVICE ACADEMY 


A. Letter, SENATOR MANSFIELD TO SECRETARY OF STATE 
Herter, SEPTEMBER 16, 1959 


SEPTEMBER 16, 1959. 
Hon. CuristiAN A. HEeRTER, 


Secretary of State, 
Department of State, Washington, D.C. 


Dear Mr. Secretary: As you know, the Committee on Foreign 
Relations has completed action upon and the Senate has passed S. 
2633 and S. 1502 containing changes in the Foreign Service Act and 
other changes in law in which the Department of State is interested. 
The committee decided to postpone action on several bills, S. 15, S. 
109, S. 730, and S. 2495, relating to a Foreign Service Academy, pend- 
ing receipt of additional information and recommendations from the 
Department of State. 

his subject has a long history and the committee is well aware of 
the position of the Department, opposing an undergraduate academy 
like the military academies but asking further time to study the work 
of the Foreign Service Institute before making recommendations 
about a postgraduate academy. 

As chairman of the Subcommittee on State Department Organiza- 
tion and Public Affairs, I have been asked to request the Department 
of State to reexamine this whole subject, to comieah its review of the 
functioning of the Foreign Service Institute, and to present its de- 
finitive recommendations regarding a Foreign Service Academy, 
undergraduate or postgraduate or both, to the committee early in 
1960. Among the questions to which the Department might devote 
extra attention are the following: 

1. How does the Department know whether or not entering 
FSO-8’s are of the highest quality young people graduating from 
American colleges? What bearing does the absence or existence of 
un undergraduate Foreign Service Academy have upon this flow of 
new blood into the Foreign Service compared with other pertinent 
factors? Is a Foreign Service undergraduate scholarship program 
necessary or desirable? 

2. In obtaining an adequate supply of geographic area and func- 
tional specialists within the Department of State and the Foreign 
Service, what reliance should be placed, respectively, upon the Foreign 
Service Institute or a new postgraduate academy and upon universi- 
ties and other nongovernmental institutions here and abroad? 

3. To what extent is a lack of money a problem in maintaining a 
well-trained foreign affairs corps? Has the administration requested 
enough? Has the Congress appropriated enough? 

Sincerely yours, 
Mike MANSFIELD. 
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B. Lerrer, Deputy UNpreR SEcRETARY OF STATE HENDERSON TO 
SENATOR MANSFIELD, MArcH 3, 1960 


Marcu 3, 1960. 
Hon. Mrxe MANSFIELD, 
U.S. Senate. 


Dear SENATOR MANSFIELD: On September 24, 1959, I wrote you 
that the Department of State was preparing its definitive recommen- 
dations on the various bills for a Foreign Service Academy. The 
Department has now completed a review of the question of an 
Academy, as well as the related questions of recruitment and training 
raised in your letter to the Secretary of September 16, 1959. 

The review has strengthened the Department’s confidence in the 
current practice of drawing Foreign Service officers directly from the 
universities, public and private, of this country as the best means of 
obtaining qualified people with a wide range of geographic and educa- 
tional backgrounds. The Department has also concluded that the 
establishment of a new U.S. Government institution, at either the 
undergraduate or graduate level for the purpose of training officers 
prior to their entry into the Foreign Service would not improve the 
caliber of the young people now becoming available to the Service. 

The obvious aim of the bills proposing a Foreign Service Academy 
is to get a better Foreign Service for the United States. Preentry 
training given by the universities alone is not sufficient by itself to 
attain this goal. Professional and technical postentry training of 
officers is also essential. This was foreseen by the Congress when it 
enacted the Foreign Service Act of 1946 and eatablished the Foreign 
Service Institute. 

The Institute is charged with the responsibility for giving profes- 
sional and technical training to Foreign Service officers and other 
Foreign Service personnel of all ranks at intervals throughout their 
careers. The Department believes that the unprecedented needs of 
the Foreign Service of today and tomorrow for a wide variety of skills 
can best be provided our officers by reliance upon such training.’ We 
realize that we need an even larger number of geographic and funce- 
tional specialists. We also need at intervals to refresh and broaden the 
outlook of our officers on foreign affairs throughout their careers. 
We intend to implement the principle that all officers during their 
careers need and deserve, again at intervals, formal inservice training 
ut the Institute or in postgraduate courses at the universities. This 
will require an expansion of the sizé of the Foreign Service Officer 
Corps in order to free sufficient numbers of officers for training. It 
must be recognized that this will require additional funds as well. 

I am enclosing with this letter a paper entitled “Recruitment and 
Training in the Foreign Service” which sets forth in detail the ye 
meént’s position on the Foreign Service Academy and the related 
questions referred to in your letter of September 16, 1959, as well as 
the grounds for adopting the positions therein stated. 

The Department is grateful for the continuing interest of the Senate 
Foreign Relations Committee and its Subcommittee on State Depart- 
ment Organization and Public Affairs in the vital problems related to 
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Foreign Service recruitment and training, and hopes that the infor- 
mation in this letter will prove helpful to your deliberations. 
Sincerely yours, 
Loy W. HENDERSON. 


Enclosure: Paper on “Recruitment and Training in the Foreign 
Service.” 


Feprvuary 17, 1960. 
C. RECRUITMENT AND TRAINING IN THE FOREIGN SERVICE 


POSITION OF THE DEPARTMENT OF STATE ON A FOREIGN SERVICE 
ACADEMY AND RELATED QUESTIONS 


Pursuant to the request of the Foreign Relations Committee of the 
Senate, the Department of State has made a careful study of the prob- 
lems related to recruitment and training, giving particular attention 
to the questions of a Foreign Service Academy and a seholarship 
training program. In this connection it has also reviewed the opera- 
tions of the Foreign Service Institute. 


General conclusions 


On the basis of this review and study the Department has concluded 
that the establishment of a U.S; Government institution, at either the 
undergraduate or graduate level, for the purpose of training officers 
prior to their entry into the Foreign Service would not be in the public 
interest. 

The Department sees merit, however, in a limited Government- 
financed program of loans for students preparing for foreign affairs 
careers, provided that such a program does not nea the Depart- 
ment of flexibility in recruiting and selecting applicants for the Foreign 
Service. 

The Department believes that, the unprecedented needs of the For- 
eign Service of today and tomorrow for a wide variety of skills can best 
be met by careful assignment of all of its officers to needed training at 
intervals throughout their careers. It recognizes the need of the 
Foreign Service for an even larger number of geographic and functional 
specialists. It also sees a need to refresh and broaden the outlook of 
its officers on foreign affairs throughout their careers. It intends to 
implement the principle that all officers, during their careers, need 
and deserve formal inservice training. This will require an expansion 
in the size of the Foreign Service Officer Corps in order to free sufficient 
numbers of officers for training. It must be recognized that this will 
require additional funds as well. 


The question of a Foreign Service Academy 

The Department’s long opposition to an undergraduate Foreign 
Service Academy is well known. The recent review of the question 
has served to reinforce its conviction that an undergraduate academy 
would be undesirable and has also convinced the Department that a 
graduate level academy would be almost as unwise. 

A new Government Academy, whether undergraduate or graduate, 
could not hope to duplicate the rich and varied curriculums, the out- 
standing faculties, the wide range of research facilities and the diver- 
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sity of intellectual and social experience now available to prospective 
candidates for the Foreign Service at existing institutions of higher 
learning throughout the country. Such an environment has produced 
in the past, and should continue to produce in the future, young men 
and women with the variety of backgrounds, skills, independence of 
thought, and diversity of outlook needed by the Foreign Service. On 
the other hand, the cloistered environment of a Foreign Service 
Academy, lacking students in fields other than foreign affairs, would 
tend to cultivate uniformity of thought and narrowness in outlook 
among those in attendance. Furthermore, by cutting off prospective 
Foreign Service officers from the mainstream of American life even 
before being assigned abroad for long periods of service, an Academy 
might well accentuate a traditional occupational hazard of the Foreign 
Service. 

A Foreign Service Academy could easily become inbred and cliquish ; 
the result would be a corps of officers cast in a single mold and un- 
representative of the American people as a whole. Recently compiled 
tables, attached as annex 1, indicate the distribution by State of the 
birthplaces, undergraduate colleges, and legal residences of junior 
Foreign Service officers. It is apparent that these young officers 
constitute, geographically speaking, a cross section of the United 
States. Not only do they come from every State in the Union, but 
they have attended over 200 different colleges and universities. 
About 60 percent of these young officers have attended graduate 
schools as well. A recent random sampling of FSO-8’s showed that 
5 percent came from high-income families, 79 percent from middle- 
income families and 16 percent from lower income families. It is 
believed that a Foreign Service Academy would serve only to diminish 
the present representative composition of the Foreign Service by 
denying to the Service the product of existing graduate or under- 
graduate institutions. 

The high cost of establishing a Foreign Service Academy, either 
graduate or undergraduate, also militates against it. In addition 
to paying faculty salaries comparable to the most renowned of our 
educational institutions in order to attract the most outstanding 
international affairs specialists, it would, presumably, also be necessary 
to provide a complex of classrooms, dormitories, and other facilities. 
While not attempting to draw a precise parallel, it may be pointed 
out that the recently completed U.S. Air Force Academy required 
over $100 million for basic construction alone. 

An undergraduate Foreign Service Academy would have the added 
disad vantage of having to recruit from the ranks of high school gradu- 
ates, 17 or 18 years of age. Few young people in this age group have 
made mature decisions about their future careers. Many of those 
selected for an academy might change their career plans after admis- 
sion. The Department would also find it difficult for purposes of 
selection to evaluate their potential. Moreover, an undergraduate 
academy would make it difficult, if not impossible, for a young man 
or woman to decide upon a Foreign Service career after entering 
college. A recent check of the present junior FSO’s revealed that 
most of them made this decision only after graduating from college. 

The Department recognizes that it might derive some advantages 
from a Foreign Service Academy. Discipline and Service loyalty 
could be instilled in future Foreign Service officers in much the same 
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way that the military academies develop an esprit de corps in their 
students. Training in certain much-needed skills, such as foreign 
languages, could also be assured before the officer entered the Foreign 
Service. 

It must be borne in mind, nevertheless, that intellectual excellence, 
a high degree of maturity and personal integrity are even more im- 
portant attributes of a Foreign Service officer than mechanical dis- 
cipline or mere technical proficiency. There is evidence that the 
present recruitment program enables the Department to obtain offi- 
cers of the highest quality who are representative Americans. The 
Department recently requested the presidents of the 202 colleges and 
universities which 632 of the 635 FSO-7’s and FSO-8’s in the Service 
on August 31, 1959, had last attended as undergraduates ' to compare 
these officers with their former classmates on the basis of academic 
standing and personal characteristics (a copy of the letter is enclosed 
as annex 2). The college authorities rated 26 percent of the junior 
officers academically in the top tenth of their graduating class, and 
66 percent of them in the top third. (These ratings by the colleges 
are tabulated in annex 3.) The great majority of them ranked high 
in those personality characteristics which are essential to the success- 
ful Foreign Service officer. There was general consensus that the 
— Service is now getting its share of the cream of American 
youth. 

It should be noted that over a third of the colleges to which the 
Department wrote volunteered their views on a Foreign Service 
Academy. These views were overwhelmingly negative with regard to 
an undergraduate academy, and the weight of opinion was against 
a graduate level institution. 

It is also important to remember that training in one vital technical 
skill, foreign languages, is now given at the Foreign Service Institute 
to all officers entering the Service who cannot demonstrate proficiency 
in at least one world language other than their own. These junior 
officers are not eligible for promotion until they become proficient in 
a foreign language. 

While these arguments do not all apply with equal force against 
an academy at the graduate level, they are sufficiently applicable to 
persuade the Department that a graduate level academy would be 
almost as undesirable as an academy at the undergraduate level. A 
graduate academy, though encouraging professional attitudes and 
instilling high morale, could also have an adverse effect upon the 
adaptability, diversity, and representative character of the Foreign 
Service corps. Moreover, a graduate academy might deny to the 
Department the product of existing graduate schools. In this con- 
nection the Department does not now have to pay for the education 
of the 60 percent of its recruits who at present come from the graduate 
schools of the country. 

On the basis of these arguments, the Department has concluded that 
the disadvantages of a Foreign Service Academy at any level outweigh 
the advantages. 


A scholarship program 


The Department favors a plan to aid young people who could not 
otherwise afford an education preparing them for some form of 


| Three of the 635 attended no college. 
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Government service in the foreign relations field. It believes, how- 
ever, that this might be siianatiies more efficiently by modifying 
an existing student aid program, such as the student loan provisions 
of the National Defense Education Act. In this way, students 
expressing an interest in the Foreign Service as a career could receive 
the same benefits as those now available to students preparing to 
teach in elementary or secondary schools. A student aid program of 
this nature would have two additional virtues. It would be controlled 
and administered by the universities themselves and it would not 
commit the Department to rely upon the scholarship program as the 
exclusive or primary source of manpower for the Foreign Service. 

The Department does not believe that there is a need for a scholar- 
ship program of the type recommended by the Public Committee on 
Personnel (‘‘Wriston Committee’’) in 1954 and previously considered 
by the Committee on Foreign Relations. 

In general, proposals for such a scholarship program have provided 
that the Department of State would annually award grants to a cer- 
tain number of students from each State who specify a willingness 
to accept an appointment to the Foreign Service if offered. A scholar- 
ship program of this type has been favored as a means of achieving the 
following goals: (1) to assure a certain number of candidates for the 
Foreign Service annually; (2) to correlate more precisely Foreign 
Service recruitment to geographic distribution of population; (3) to 
enable the Department to supervise the academic preparation of can- 
didates for the Foreign Service; and (4) to provide educational oppor- 
tunities and the prospects of a Foreign Service career to capable 
youths lacking financial resources. 

The first two of these goals have in good measure been achieved in 
recent years. The Department is experiencing no difficulty in obtain- 
ing applicants for the Foreign Service. It should be able to obtain 
the kind of officer it needs from the large number of candidates. There 
were over 10,000 applicants for the recent Foreign Service officer 
examination; approximately 6,600 applicants actually took the exam 
on December 5, 1959. During the fiscal year ending June 30, 1961, 
the Department plans to appoint from among these applicants between 
150 and 200 new Foreign Service officers of class 8. 

In order to attract additional outstanding young people to the 
Foreign Service and to avoid losing snchenaal candidates, the De- 
partment will make a vigorous effort to appoint successful candidates 
within 90 days after their names are placed on the ‘“‘waiting register.” 
Prompt appointment after qualification should eliminate much of the 
“drop-out” between oral examinations and appointment, and it should 
also appeal to those young people who have been deterred from pre- 
senting their candidacy by the prospect of a long wait before appoint- 
ment. 

Reference has been made to the fact that all parts of the Nation are 
represented by the officers now entering the Foreign Service. It is 
difficult in some cases to make meaningful correlation between officers 
and geographic regions because an officer may have been born in one 
State, educated in one or more other States, and be now a resident of 
still another State. This degree of mobility tends to make a system 
of recruitment based upon rigid State quotas unrealistic. 

The Department recognizes the need to supply guidance to Ameri- 
can institutions of higher learning with regard to the proper academic 
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preparation for a Foreign Service career. The Department is under- 
taking a program which would make this guidance available to inter- 
ested institutions. 

The Department plans to improve and refine its recruitment prac- 
tices by expanding its liaison with colleges and universities on both 
the student and faculty level. This can be expected to lead to a 
clearer understanding on college campuses of the skills required by 
the Foreign Service and the academic preparation needed to develop 
these skills. It must be recognized, however, that the Department 
does not wish to direct preentry training to specific courses or insti- 
tutions for precisely the same reasons that it opposes a Foreign Serv- 
ice Academy; it does not wish to develop a single “type” of Foreign 
Service officer. 

Proposed training program 

To say the Department opposes the establishment of an academy 
or of a massive scholarship program is to present only the negative 
aspects of its views. The Department.is strongly in favor of a 
considerable expansion of the inservice training program, 

The Foreign Service Institute has taken substantial strides forward 
since the Wriston Committee recommended a strengthened inservice 
training program in 1955. Currently, about 8 percent of the total 
Foreign Service officer man-years are devoted to training; this is a 
rate of 2.4 years of training per officer in a 30-year career. More- 
over, in fiscal year 1959, 317 full-time man-years were devoted to 
training in an officer corps which, on June 30, 1959, totaled 3,514. 

This does not mean that the Department is satisfied with the 
scope of the existing inservice training program. It recognizes the 
truth of the comment made in the a Institution’s recent 
report to the Senate Committee on Foreign Relations: ‘‘The training 
program is there, but meat needs to be put on the bones if the future 
requirements of the Foreign Service are to be met.’’ The Depart- 
ment intends to beef up its training program by insuring that, in the 
future, members of the Foreign Service receive substantially increased 
training during their careers. 

The eaareeane has five principal inservice training goals which it 
intends to attain insofar as possible: (1) general introduction to the 
Service and its operations for all new junior officers, (2) preparation 
where necessary in the language and culture of the country of next 
assignment for all officers, (3) preparation where necessary in the 
function to be performed in the. next assignment for alk officers, 
(4) broadened awareness of the world situation for midcareer officers 
and (5) deepened understanding of national security affairs and of 
policy formulation for selected officers at the senior level. 

These goals are not entirely new. The Department has recognized 
them for some time and has made notable progress in accomplishing 
some of them. The 5-year “lard” language training program is 
well underway, the junior officer, the midcareer and ‘senior officer 
courses are going concerns, and the war colleges continue to provide 
valuable experience for Foreign Service officers. However, significant 
expansion of the training program must be accomplished if the goals 
are to be achieved in full. 

This significant expansion in the formal inservice training program 
of the Foreign Service will require a concommitant expansion in the 
total size of the Foreign Service Officer Corps in order to have enough 
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officers to permit the assignment of larger numbers of officers than 
at present to this training. Therefore, while the Department’s 
existing training program has not been limited to any significant 
extent by the amount of funds specifically appropriated for training 
in recent years, it will require additional funds in the future for salaries 
as well as training, if it is to increase considerably the number of 
assignments to training positions. The amount requested for fiscal 
year 1961, $5,464,361, if granted, will enable the Department to carry 
out its current training program while discharging its operational 
responsibilities. As additional funds are made available, training 
can be increased and expanded. 

It is believed that training is most effective if it is directed toward 
specific needs and if it is given to an officer at those periods in his 
career when it will most improve his usefulness to the Service. It is 
also believed that the utility of an officer’s training will be enhanced 
if it is correlated with his geographic and functional assignments. 

To the maximum extent possible, the Department intends to rely 
upon nongovernmental institutions to train its officers as geographic 
and functional specialists but must also continue to provide at the 
Foreign Service Institute such training as is unavailable at the uni- 
versities. It is envisaged that officers will continue to be assigned to 
universities for advanced courses in economics, geographic areas, public 
administration, and some of the “hard” languages. 

For the foreseeable future, the Department intends to rely on the 
Foreign Service Institute, with its superior facilities, for most of the 
essential training in both world and hard languages. In addition, the 
Foreign Service Institute must give technical courses in administrative 
and consular operations and provide other courses essential to the 
career development of an officer that are not available at universities. 

The periodic inventory of functions to be performed at each level in 
the Service and the corresponding skills available for the performance 
of these functions enables the Department to determine the nature and 
quantity of the training required. The total size and the internal 
allocation of the Department’s budget dictate whether or not all of the 
needs can be met. Some of these needs will vary from time to time, 
while others, such as the need for basic orientation, will remain 
virtually constant. Experience will ultimately reveal the longrun 
requirements. 

It is the Department’s intention to the extent that funds are availa- 
ble, to put this training program into effect immediately insofar as new 
junior officers are concerned, and to apply it by stages to the present 
Officer Corps. Within 5 years, the program should encompass half 
the officers in the Service, in 10 years, all of them. There will be 
significant improvements in the language skills of the Foreign Service 
(every officer to have a basic knowledge of the language of the country 
to which he is assigned), and expansion in midcareer and national 
policy training. The Department will not neglect any of the various 
other possibilities for improving its recruitment or training practices 
which recommend themselves. 

List of annexes: 

1. Geographic representation of FSO’s 7 and 8 by birthplace, col- 
lege, and legal residence. 

2. Department’s letter to the colleges, October 1959. 

3. States where FSO’s 7 and 8 attended college, and their relative 
standing in the graduating classes. 
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ANNEX 1 


Geographic representation of FSO’s 7 and 8 by birthplace, college, and legal residence 
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Distribution 

| quota based | Distribution| by under- | Distribution 
State or territory on 1950 by birth graduate by legal 
census school residence 
| attended 
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Colorado... .......-. ute <04600 Fpehesee~tren dh hid 5.47 3 7 6 
I lien nn Bs ern ine re eae arnal ileal 8. 29 12 30 16 
EGC ale on ising de tases sees sbengon 1.31 1 0 2 
District of Columbia__-_.---_................-. 3. 31 y 30 13 
Florida_____- ibaa hedbvnidescemdlabna 11.45 9 14 18 
I  trann vitadh tine g Mili rn dine bieh it 14. 23 3 4 3 
PES take Sa Sect ed i cen tadegene pot tenenl 2.07 2 1 1 
DAMM is bobs). SL SA i . 2 2. 43 3 1 1 
cn ateubin des osth tag ouese bbe. «abide 35. 99 47 27 45 
i aaa Sancta eth e ciad all et | 16. 25 12 16 13 
EE SNe a eater Neniewies scidieminteetewben 10. 83 14 13 10 
SOOUNNNGE 083. 5 5C SER Sosa. 7. 87 u 7 6 
Kentucky...--- bap alan ck igspapag been, «tthe get 12.17 4) 4 3 
DD cern wa: anna titiinwidinuinantiaantn eng otc 11.09 Ss 9 10 
NEG ooo n cpa eealey : ascends 3.78 2 2) 5 
REmNON Bi. 3605 SRD ii I BL 9. 68 7 4 18 
IN crn ynneseniswnseasyratetinaltol sic. o ian tel 19. 38 38 61 27 
RI, is cir nitty pinaladet eal 4 26. 33 17 17 12 
Minnesota Seema eater 12. 32 19 25 22 
OGiqnepee,. ood. A se i 9. 00 3 3 3 
DENI neo cin sede ons iten byte tebe steiee 16. 34 14 12 7 
SE rern ws nnigrnnlilie sight nnnbililin dp acter 2.44 l 0 1 
POS SMa cok en cba eanG cow osncn todos 5. 48 7 4 |. 3 
Mowe fds. SU 2 I . 66 0 0 1 
New EXGRRIIINT Co 0: nino crgddansaihagusvame cen 2. 20 1 y 4 
De Bo ccnnny -nenninaibicnihen ths akteens 19. 98 18 24 24 
Pew meeeees. 229 8 Reo Siedaxet 2. 81 1 2 1 
Dow: Wenn. mocteiiein.a8s 0s. JA 61. 27 124 88 100 
Neogth Carolia... 5. ~csesnnicd an chan astacudagp cep 16. 78 3 7 4 
a et OL NE TALES: CS 2. 56 3 0 0 
eee. Asda 6. ese teth cup speet tena eo 32. 83 34 36 29 
GROMER... . See. A ER eee. 9. 23 6 2 3 
rs Pees eee ee ee eee 6. 29 3 6 7 
PRE ao cis c «an enngnthann~aiensededitbeen 43. 37 36 26 27 
By ER ae EE ays 3. 27 2 5 4 
Seuth Carelinaccc. |. ....201. OWL Ab Je 8.75 2 0 2 
Rot SPANOS...) i coricincihacdinn a5 tleacs -Lewuix 2.70 3 0 0 
IR 1 ennceh, Gmetad elites 13. 60 7 10 8 
exas | 31. 86 18 14 17 
Beis) ..36.2..95 5). LAL 2. 85 2 3 2 
I anwcsiiive- + dhindgecenmabauyiits 1. 56 2 0 2 
i i i a Ce eee 13.71 6 10 21 
i IR RE ne Me Mie te 9. 83 7 8 7 
West Virgimle. 3.2 2oceUuoe le DER siLt 8.29 3 0 0 
Wisconsin_____ nsdn atic Aaltneeiete ici eit | 14.19 21 13 14 
WY cn ennccon-¥8 << s<xs 1. 20 3 | 1 2 
American Samoa._.__- 08 | 0 | 0 | 0 
Gusiptinwiastsa dt. rol week S | . 25 0 0 0 
Panama Canal Zone -_____- .22 0 0 0 
Virgin Islands. : vim caeee | | 0 0 0 
Puerto Rico___- bi ditiehetedepdionul 9.13 0 0 0 
= wien acti Tanti 
Total 635. 00 (') 2 635 3 635 
! Foreign, 31. 2 No college, 3. 3 Not stated, 3. 
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ANNEX 2 





DEAR ———: I would like your help in determining whether our 
present method of recruiting junior Foreign Service officers is the best available 
to insure that young people of the highest quality enter the Foreign Service of the 
United States. 

The present method of recruitment, which has been followed with no basic 
change since 1924, is that of competitive examination. Currently, any American 
young man or young woman under 32 years of age is eligible to take the examina- 
tion. With rare exceptions those who pass the examinations are college graduates, 
or are in their senior year in college. They come from colleges and universities 
throughout the country. 

In recent years there has been a growing interest in the Congress in the estab- 
lishment of a Foreign Service Academy, either at the undergraduate or at the 
graduate level. The selection of students for such an academy has been thought of 
by some in terms of the selections for West Point or Annapolis. In the legislative 
session just past a number of bills to establish a Foreign Service Academy were 
introduced. 

The Senate Foreign Relations Committee has now asked the Department of 
State to present its definitive recommendations to the committee regarding an 
academy, undergraduate, postgraduate, or both. Among the matters requiring 
careful weighing and judgment in preparing our reply are these: Do we know that 
the junior officers acquired through the examination process represent the highest 
quality young people graduating from American colleges? Is a Foreign Service 
undergraduate scholarship program necessary or desirable? How would the 
existence of an undergraduate Foreign Service Academy affect. the character of 
junior officers entering the Foreign Service? 

To provide definitive answers we are, among other things, seeking to establish 
the standing in their college graduating classes of all our Foreign Service officers 
of classes 7 and 8. _ It is of course possible that high academic standing may not 
be coincidental with “highest quality’ in terms of Foreign Service needs. I am 
therefore enclosing an excerpt from one of my speeches which describes the per- 
sonal qualities for which we are looking in our consideration of candidates. 

It will also be of assistance to the Department in its study if you can provide 
information if available on the relative standing in their graduating classes of 
each of your alumni who are Foreign Service officers of classes 7 and 8. Any 
comments on whether these individual graduates stand high among their class- 
mates in terms of the personal qualities we seek would be especially helpful. I 
realize that this may be a difficult request, but it is my hope that there are mem- 
bers of the faculty who may remember them sufficiently well to give us an opinion. 
The names of the officers concerned appear on the attached list. The information 
once received will be kept in confidence and used only in statistical form without 
reference to institutions or persons by name. I would appreciate as early an 
answer as possible since our review must be completed before the Congress 
reconvenes. 

I hope that the results of this study will insure a continuation of the flow into 
the Foreign Service Officer Corps of the highly qualified graduates of 

Sincerely yours, 





Loy W. HENDERSON, 


Deputy Under Secretary for Administration. 
Enclosures: 


1. List of Foreign Service officers. 
2. Excerpt from speech. 
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ANNEX 3 


States where FSO’s 7 and 8 attended college and their relative standing in their 
graduating classes 























Top 
Num- | Top |1/3 (ex- Total | No in- | Grand 
State ber of | 10 per-| clud- Mid Low | FSO’s | forma-| total 
col- cent | ing 10 1/3 1/3 |graded| tion | FSO’s 
leges per- 
cent) 
Alabama. .........--..- 1 0 0 0 0 0 2 2 
Arkansas. - 3 1 0 1 0 2 1 3 
California 18 6 2 2 0 10 62 72 
Colorado 5 3 2 1 0 6 1 7 
Connecticut_ : 3 6 16 6 2 30 0 30 
District of Columbia 5 6 y 5 2 22 8 30 
Florida.........- a cate 3 7 0 4 1 12 2 14 
Georgia___- E 3 0 2 1 0 3 1 4 
Bamelihs cntvagase < bd -chapn cqgnss 1 0 1 0 0 1 0 i 
Idaho __.- 1 0 0 0 0 0 1 l 
WORN. 6 5225 iat - i ALLL. 8 2 16 4 2 24 3 27 
I a satin eerie 6 2 7 0 1 10 6 16 
Iowa 7 6 3 1 0 10 3 13 
RONG a ech vipicce tase -wase<asnd 3 2 2 0 1 5 2 7 
Kentucky 2 0 3 0 1 4 0 4 
Keema is Os 268 a ch - LEK, 3 3 2 3 0 8 1 g 
Maine... ...... 1 1 1 0 0 2 0 2 
Maryland: ..--..-. pdb scene oe 1 0 3 0 0 3 1 4 
Massachusetts... -......- 42. -.+..2-- 12 3 16 17 12 48 13 61 
Michigan. -- 4 3 5 3 i 12 5 17 
NEON os. MS Slo 6 7 7 2 2 18 7 25 
Mississippi 2 1 0 2 0 3 0 3 
Missouri 6 1 5 2 2 10 2 12 
Notre. 5c ~ + <9 Guin tee vb s Sacenrl 1 0 2 0 i 3 i 4 
New Hampshire___- on 2 0 5 2 0 7 2 9 
Now sesaeyui. F103 h, AL LS a 3 8 10 3 3 24 0 24 
New Mexico___-. 1 0 1 1 0 2 0 2 
New York._--- 30 16 30 20 4 70 18 RA 
Neth Caselinec: i... - cdtsndeccnce 3 3 3 1 0 7 0 7 
Ohio 15 4 10 8 2 24 12 36 
Oklahoma 1 2 0 0 0 2 0 2 
Oregon -.-. ital iat earinieiliteaii 3 4 0 1 0 5 1 6 
Pennsylvania_-.-. ; sees 14 5 6 3 3 17 9 26 
Rhode Island.-._..........-..-.... “e 2 2 2 0 0 4 1 5 
Tennessee . 6 2 2 3 1 s 2 10 
Weees. O. iW. BZRUISILS. Jee 7 3 2 3 3 ll 3 14 
neti 2 0 1 0 0 l 2 3 
Virginia 3 2 4 3 1 10 0 10 
Washington. -.. 4 3 0 3 0 6 2 a 
Wisconsin. 2 3 4 5 1 13 0 13 
Wyoming. - - 1 0 0 0 0 0 i 1 
Total__- add 204 117 184 110 46 457 175 632 
No college. ........- Tore, ee | ee ee a A 3 
635 
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VI. FOREIGN SERVICE ASSIGNMENT POLICY 


A. Lerrer, Deputy UNper Secretary oF State HENDERSON TO 
SENATOR Fu.Lsricut, Fesrury 12, 1960, Wirn ATracHMENTS 


Hon. J. W. Fuusrieurt, 
U.S. Senate. 


Dear Senator Fuusricat: I have noted with special interest the 
remarks which you made recently at the time of the appearance 
before your committee of Messrs. Reinhardt, Thompson, and Kohler 
with regard to the frequency of transfers of Foreign Service officers. 

Since you and other members of the Committee on Foreign Relations 
have also mentioned your concern in this regard to me personally on 
various occasions, I am taking the liberty of writing you to emphasize 
the fact that the Department recognizes the importance of the prob- 
lem of frequency of transfers and Tas been making special efforts to 
cope with it. The problem is not new. It is as old as the Service 
itself. It can never be completely solved. Nevertheless, we believe 
that we are making headway in our attempts to effect a general length- 
ening of tours of Baty, 

A number of factors are involved in this problem. Among them 
paige be mentioned the following: 

. When in any one year there is an exceptionally large influx of 
new personnel into the Service, there is inevitably an increase in the 
number of transfers. In order to make the most effective use of the 
new recruits, a certain amount of reorganization and shifting about of 
personnel usually takes place among the various posts with a resultant 
increase in the transfers of officers who have not completed a normal 
tour of duty. 

2. During a period when a number of new posts are opened or when 
certain activities are expanded shifts in personnel in order to man 
the new positions sometimes involves what might be described as a 
chain of transfers. 

3. A change in emphasis in the relative importance of certain posts 
or areas frequently results in a shifting of personnel to assure that 
the persons on duty at such posts or in such areas possess the quali- 
fications demanded by the new situation. 

4. Our policy of assigning annually a certain number of officers for 
training in our universities, in the Foreign Service Institute and in 
the War College, etc., means that some of our senior and intermediate 
officers will continue to have tours of not longer than a year since 
few training assignments, other than those connected with the learn- 
ing of a hard language, are for a longer period. Their assignment to 
training and subsequent assignment to the Department or the foreign 
field results in a number of other personnel shifts, 

5. The condition of the health of an officer or members of his 
family sometimes require transfers before the completion of a tour. 
Such transfers also carry certain other transfers in their train. 
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6. The decision to transfer cannot always be based upon the fact 
that an officer has completed a normal tour of duty at any post. 
Conditions with regard to a special need for an officer of his quali- 
fications at another post, with regard to opportunities to advance his 
career development, and with regard to ns personality and ability 
to fit into certain personnel situations also enter into transfer decisions. 

7. The factor of unanticipated attrition—resignations, voluntary 
retirements, and deaths create unplanned vacancies which can be 
filled only by unplanned transfers. 

One of the seghhons which we encounter in keeping down the num- 
ber of transfers is the fact that in view of the lack of a reservoir of 
unassigned officers, the transfer of one officer means that another 
officer must be transferred from some other position to take his place, 
that another officer must be transferred from another position to take 
the place of the second officer, etc. 

The Department at present considers that 4 years is a normal tour 
of duty for a senior or intermediate officer. Exigencies of the Service 
or exceptional personnel situations might, of course, give rise to 
shorter or longer tours. In fact, in case of special need for continuity, 
a departmental assignment could be for as long as 8 years. Further- 
more, tours of duty in unhealthful or hardship posts are usually shorter 
than 4 years. 

Based on experience, the Department believes that a somewhat 
faster rotation of .posts contributes to the development of junior 
officers and, therefore, 2 years is considered to be a normal tour of 
duty for them at their earlier posts. 

During the fiscal years 1956 and 1957, partly as a result of the 
Wriston program which involved the eenalie of many officers from 
the Department to the field and from the field to the Department, and 
partly as a result of a rather significant numerical expansion of the 

oreign Service, transfers were particularly numerous. During the 
last 2 fiscal years, however, the Department has made what it con- 
siders to be significant progress in the direction of lengthening the 
tours of duty of senior and intermediate officers. For instance, during 
the fiscal year 1958, only 30 percent of the senior and intermediate 
officers were transferred and during the fiscal year 1959, only 27 
percent. It is believed that a similar percentage figure will be 
achieved during the current year. If the Department can continue 
to maintain this low proportion of senior and intermediate officer 
transfers, within another 2 years the average senior and intermediate 
officer will have been at his post for a period of almost 4 years. 

Although the Department does not have exact statistics at hand, 
nevertheless it believes from such studies as it has made that during 
the last 2 years a lower percentage of senior and intermediate Foreign 
Service officers have been transferred than in any other 2-year period 
since the Service was established in 1924. 

I am attaching hereto a table which has been prepared in the 
Office of Personnel setting forth certain statistics with regard to the 
transfers of senior and intermediate officers which might be of interest 
to you. 

1 am also attaching another table which we find somewhat encourag- 
ing. This table shows by geographic areas the destinations of the 
senior and intermediate officers who were transferred from field posts 
in 1959, excluding transfers to and from the Department. The number 
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of transfers between posts in the same area as compared with those 
in other parts of the world is significant. For instance, 40 of the 67 
officers transferred from missions and consulates in the Near East- 
South Asian area during the year were moved to other posts in the 
same area. It seems to me that this speaks well for our efforts to 
develop a corps of Foreign Service officers with concentrated area 
experience. The fact that intra-area moves of middle grade officers 
are proportionately greater than those of senior officers demonstrates 
the effect of our concept of the specialization phase of an officer’s 
career. According to the Department’s career development plans 
and policies, Foreign Service officers as a rule begin to specialize in 
an area or function or both at about the class 7 and 6 level. Most of 
their subsequent assignments, including training, are related to their 
various fields of specialization, with a gradual broadening in experience 
for those who are given command or executive responsibilities. 

[ should like to make it clear, however, that based on experience 
the Department does not believe that confinement of an officer’s career 
to a particular geographic area is likely to produce the most effective 
senior Foreign Service officer. The Department encourages geo- 
graphic specialization. It has found, however, that geographic 
specialists profit by assignments from time to time to areas other than 
the area of their specialization. In most countries high governmental 
officials and leaders in all walks of life have more respect for an 
American Ambassador who has an acquaintance with developments 
in various areas of the world than one whose career has been concen- 
trated merely upon the area in which he is serving. Furthermore, 
limitation of assignments to a single geographic area is likely to have a 
certain narrowing effect on even our most able officers and deprive 
them of the opportunity to develop the breadth of approach to inter- 
national problems which a senior Foreign Service officer should have. 

I do not think that it is necessary for me to point out in this letter 
to you that in view of developments in communications and trans- 
portation the world has become so small that most major problems of 
one geographic area are so interlocking with those of other geographic 
areas that an officer whose experience is limited to a single area may 
have difficulties in grasping their full significance. 

| would welcome an opportunity at your convenience to discuss 
these and kindred matters with vou. 

Sincerely, 
Loy W. Henperson. 

Attachments: Two tables. 
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Statistics with regard to transfers of senior and intermediate officers 


I. Percentage of senior and intermediate officers transferred: 


Fiscal year: Percent 
BepeteSs- Ss_.5. LT ASSO Sake on ee 1 65 
+. ..- ~fu ddane ceed hues Hate naas ae emake knee dean 143 
1958_. ...- - bate ew EOS be epenldhly-aaeieiegee ile tos ack 30 
NGO n= =~ Seb me - + Sincedewtens > he biade oie - ~ gaa 27 
Il. ee oe of senior officers at — over 30 months: ? 
Aue. 15-4066... 72.'. .. Jk wete a Se bade duchies a pews 16 
Aug. 1, Wa. - — no 5 3 3 oe on nae oa se ee ee 14 
Aug. 1, Sees op ke ~- = + ed emeteuinaarswmels «uses nadda ae 14 
Russ 4007 Aa i waewr - Fi 258... Je ecn ns siswwew ety o — 19 
mug. 1, 1966......--.- See) Sipe ee aE 2 al 
Bee. Te, SEER 5 ois — eel. on in a ee eee e210 Nae 
III. Porveutage ‘of intermediate officers at post over 30 months: ? 
Aug. Ty 100A: .-- bo --~ Si egg ls Zakhede ah 5 thee den Soil a hse 14 
Aug. 1, ae a eee ieee dies 10 
Aug, 1, 1906. - _- ....- 3s = sm erteie Beak 2 nln gh = oeediee a brs ade Bee 13 
Vg, NS ek ne), a Snes aoe 17 
Ang. 15 )000.......- ere pele sai sb ite net oa 
Ang 3 5 WOGB en. on con otis 5 ae 4o-Uewe biusiaus digits isn 3 25 
IV. Average time at ports: senior officers: ? Months 
Aug. 1, 1946_- io ca ke — ' Tce | 
es Se ics wis. a igh “2 ch teats f Sidon-ch.o: anh ceca a 
Bees tp Epeeccs. 2205225 5 2 8S eS, Cas dca 17.8 
Aug. 8: 49a. tc 2s sn es Se ee Ae swine 19. 5 
Aug. 1, 1958_- ae nphnicatinie mains etemoe alee L ke caries) ESE 
Aug. 1, 1959_-__-_-- ss endl <stheintediaiessanentindhae Meade Oh baie 323. 7 
V. Average time at post, intermediate officers: ? 
Aug. 1, 1946_-_- a eae sons Gare Wy ASP. Sd Rud 14. 7 
Aug. l, irks. - + pai kes aioe bbt0ite ws dlp. u3 Bee 
Aug. 1, 1956_____- Dec bth dll a aaleieees blink il coi 17. 1 
DE Eee «on Sah Se aiden TOME ok ae tee ane ae 
nee. 1. Vee... .-. : ia ale eaek oc fs te go ee 21.3 
nue ¥, 39een.2 5.222 oo ee cae... SBI. RE aa 


Senior officers: 
FSO 1-3 for 6- or 8-class structure (1946—present). 
FSO 1-4 for 11-class structure (1946 and earlier). 
Intermediate officers: 
FSO 4-6 for 8-class structure (1956-present). 
FSO 4-5 for 6-class structure (1946-56). 
FSO 5-8 for 11-class structure (1946 and earlier). 


! Many transfers made as a result of Wriston program and sharp increases in personnel 


2 Since this figure describes the situation at a particular time, the average individual will have completed 
approximately 4 of his tour. 


3 In spite of the numerous transfers in 1956 and 1957. 
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Transfer pattern, senior and intermediate officers (excluding transfers to and from the 
Department), fiscal year 1959 























From— To— FSO 1-3| FSO 44 
a ; E if ee oe oe 4 
ARA. ARA !. 12 | Oe ia ad ARA , at 2 
EUR?. 5 | 9 | BUR... i 3 
| FE3__ 1 | 9 5 EET a 1 2 
NEA é. 1 3 NEA.__._... i 3 
ap 1| 1} AP i433 3 ul 
Total 20 | 39 | Total 6 21 
FE ek 2 | 6 || EUR | ABA cus 5 3 
| EUR..... 4 | 12 || EUR ; 29 7 
i em - 6 | 31 | re: 3 10 
NEA......- 2 1 | NEA....._- 5 12 
1 MPs sie ctl bite 4 | AB soins: 4 8 
Total _ | 14 | 54 | Total - 46 80 
NEA | ARA ae as i 
| EUR 5 | 7 || 
| FEL. 2 | 3 
| NEA 7 | 33 || 
LAE nen --|--- 7 |] 
| Total. 15 52 | 
Pa. 38 nase 





! ARA (Bureau of Inter-American Affairs). 

2 EUR (Bureau of European Affairs). 

3 FE (Bureau of Far Eastern Affairs). 

4 NEA (Bureau of Near Eastern and South Asian Affairs). 
5’ AF (Bureau of African Affairs). 


5 AT iam 


i RL a 


jt tees ae ae tett))6 6G. oe. Om O@ebs Oe) fet oe ue COS Selle eC 


VII. CALIBER OF AMBASSADORIAL APPOINTMENTS 


A. Letrer, Senator FuLBricut To ForMER SecreETARY OF STATE 
Duties, Fepruary 5, 1959 


Fepruary 5, 1959. 
Hon. Joun Foster DvuLuEs, 


Secretary of State, Washington, D.C. 


Dear Mr. Secretary: As you know, members of the Committee 
on Foreign Relations have been concerned for several years that some 
of our ambassadorial appointments have not been up to the standard 
that should be maintained if our interests abroad are to be fully pro- 
moted. Indeed, on April 3, 1957, Chairman Green wrote to you 
stating: 

“In view of the heavy responsibilities of the United States through- 
out the world and the importance to us of relations with other 
countries, we should have first-rate ambassadors in every post * * *. 
The test in every case should be whether a nominee for a particular 
pos is the American who can best serve the interests of this country 
there * * *, 

“Tt is generally known that Presidents and Secretaries of State of 
both political parties have been under pressure from those who feel 
that an ambassadorship is a reward for past service or help. In my 
opinion, we can no longer afford to give way to such pressure in 
appointment making. 

‘““* * * Tt should be obvious in each case, whether the nominee 
is a career man or not, that his record, his intelligence, his background, 
and his attitude are such that he will ably serve our country in his 
assignment.”’ 

It has seemed to me that if the committee is properly to exercise 
its advice and consent function in connection with ambassadorial 
appointments, it is important that it have not only the usual bio- 
graphic data and statement yates security clearances, but that it 
also receive for its confidential use certain other information which 
the President must consider prior to filling one of these important 
posts. Frankly, I do not know precisely what form this information 
may take. I would assume, however, that prior to submitting such 
appointments, the Department and the President must have infor- 
mation before them of the kind which would normally be utilized by 
a corporation—or perhaps a college president—prior to filling impor- 
tant positions. With respect to ambassadorial appointments, for 
example, I would think the authorities concerned with the appoint- 
ments would want to know of the candidate’s language ability, his 
ability as an administrator, his ability to make friends, the nature 
and depth of his interest in foreign affairs generally, as well as specif- 
ically in the country to which he is being sent, the interests which 
may be brought to bear on him in his post, and similar matters. 

Because the President and the Senate share the power to appoint 
ambassadors, it seems to me that when the Senate confirms a nomina- 
tion, it should have before it the same kind of information which the 
Executive had in making the nomination. I hope, therefore, that 
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vou will be able to supply me with background information on candi- 
dates of a more neat complete nature than has been available to 
us in the past. 
I suggest that such information might be supplied beginning with 
the nomination of Mr. Reid to be Ambaneder to Israel. 
Sincerely yours, 
J. W. Fuvpricar. 


B. Lerrer, AcTiNnG SECRETARY OF STATE HERTER TO SENATOR 
Futsricnt, Fepruary 20, 1959 


Fesruary 20, 1959. 
Hon. J. WinniAM FULBRIGHT, 


U.S. Senate. 


Dear Senator Futsricut: On behalf of the Secretary who, as 
you are aware, is at present in the hospital I am undertaking to reply 
to your letter addressed to him under date of February 5. 

As the Secretary wrote Senator Green on April 17, 1957, we fully 
agree that the responsibilities of the United States throughout the 
world are so heavy and our relations with other countries are so 
important that we cannot afford to have other than first-rate chiefs 
of mission in our diplomatic posts abroad. In view of this situation, 
the President exercises great care in determining who is to represent 
him abroad in the capacity of Ambassador and the Secretary takes 
similar care in making recommendations to the President with regard 
to Ambassadorial appointments. 

The President does not make nor does the Secretary recommend 
any diplomatic appointment until they have satisfied themselves 
from an examination of the needs of the post and of the qualifications 
of the person under consideration that he is well suited for the position. 

The backgrounds of those who are at present serving as chiefs of 
diplomatic mission should be convincing evidence of the care with 
which they are chosen. Approximately two-thirds of them are pro- 
fessional diplomats who on the average have had more than 25 years 
in the Foreign Service or the Department of State. 

Of the remainder, some have had extensive experience in the 
executive or legislative branches of the Government of a character 
which has prepared them for the duties they are now performing. 
Others have shown by their achievements in business or in the pro- 
fessions that they have the qualities of leadership, of sensitivity, and 
of the ability to judge men and understand complicated situations 
which are essential to success in modern diplomacy. 

In view, however, of the hope expressed in your letter that you 
may have information for your background use regarding the’ qualifi- 
cations of persons whom the President nominates as chiefs of diplo- 
matic mission, with the President’s consent the Department of State 
is quite prepared to institute a practice of sending you a confidential 
letter, subsequent to the submission of a diplomatic nomination to 
the Senate, setting forth the qualifications of the prospective ap- 
pointee, which the Department took into account when it made its 
recommendation to the President. 

Sincerely yours, 
CuristrAN A. Herter, 
Acting Secretary. 
O 








